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CHAPTER I . INTRODUCTION 
The post World War II period has witnessed a great amount of interest 
in retirement a nd its associated aspects and problems . Evidence that this 
interest i s r elP.vant is provided by t he growing numbers of people reach ing 
retirement age. Now, more than ever before, people are living to the age 
of retirement and many more are finding themselves able to affqrd it 
financially. Most of the previous work and s tudies on reti r ement have dealt 
with the problems of the average American citizen. Few have dealt with r e-
tired professional people; consequently , this study wi l l concentrate on a 
s ubgroup of these professionals--the college professors . 
The objectives of this study are to dete rmine: (1) what the existing 
policy for retirement i s in the colleges of t his six state region, (2 ) what 
policies the professors des ire and in what areas e xisting policy could be 
made more consistent wi th this, (3) what the financial provisions and pr ob-
lems of the professors are, (4) what the retirement activities of the pr o-
fessors are, and (5) the extent of their willingness to accept fu r ther work 
in areas such as community activities and peace corp work. 
In any study of r etirement, a r eview must be made of some of the prob-
l ems likely t o be experienced by the retirees in their transitional period 
f rom e mpl oyment to full r etirement . Despite some ma jor differences in their 
type of work, nearly every retiree experiences problems that are common to 
al l no matte r wha t their work role was while still employed. Nearly everyone 
experiences the problems of having to learn to live on a reduced i ncome , of 
learning new ways of using l eisur e time, and of learning how to get new 
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satisfactions to r eplace the ones that went with work (10, p. 188). 
The financial problems initially brought on by the reduced income are 
increased by the effects of inflat ion upon the retirees relatively fixed 
income. Compounded with this, is the frustration experienced in watching 
the younger generations enjoy ever increasing s tandards of living while the 
retiree has to remain at his static r educed position. Feelings of useless-
ness, of being left out, and subsequent resentment often develop because 
of these financially compromising conditions. College professors are, per-
haps, more fortunate than the average retiree with regard to financial pro-
visions but, like othe r r etirees , they expe rience the reduction in income 
and accompanying decline in their living st a ndards. The decline in status 
and living conditions may easily be as great, r e latively, for them as for 
anyone e lse. 
The problem of having to find new ways of using increased leisure time 
can be one of the greatest adjustment problems of all . Friedmann and 
Havighurst, in a study of the positive meanings of work to different people 
in different occupations, f ound that one of the benefits of work was that 
i t helped fill up the day and provided a standard routine (10, pp. 188-190). 
They point out t~at the passing of time may be a ve ry important value and 
that the work day customar ily fills this need. In addition, some may have 
become so accustomed to their work day routine that it is only with great 
difficulty that they are able to es tablish new ones. It could well be, as 
Friedmann and Ravighurs t point ou t , that Americans have to learn the arts of 
leisure. They stress greatly t he need for shifting to and incorporating 
leisure as a meaningful substitute for work (10, p. 194). Profes s ors 
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probably have a distinct advantage in accomplishing this. 'nleir past work 
experiences have e xposed them to one of the widest possible arrays of ideas 
and potential inte r ests which they may be able to follow up on in r e tirement. 
When compared to some of the more confining jobs, s uch as manual or blue 
collar-work , this could easily be a sizeable advantage for adjustment. 
Close ly r e lated t o the problem of find ing new l e i sure time activities 
is the problem of replacing satisfactions formerly obtained f rom work with 
satisfactions from new sources . Some of the benefits that Friedma nn and 
Havighurst associate with work that provide sources of satisfaction t ha t 
have to be replaced include the following: (1) Work offers a set of meaning-
f ul exper i ences in that it i s the source of contact with new people and with 
new ideas and experiences (10, p . 4). Upon r e tirement these old contacts 
are broken and need to be replaced with new ones which may or may not be as 
satisfactory. (2) The j ob provides the worker with a social status that 
the community usually associate s with his occupation (10, p. 4). This as-
sociation may be continued after retirement but as time passes people 
tend to forget and, in the case of professors, the individual may become 
j ust another aged pe rson. (3) The job tends t o mainta in the worker in his 
group giving him a definite place and role in socie t y (10, p. 3) . With 
r e tirement his former role is destroyed and he must r ep lace it with new ones. 
Often these new roles will not be as self-fulfilling and r ewarding (10, p . 4). 
(4) The job de termines when,\oklere, and how the worker is going to spend a major 
part of his life (1 0, p . 3) . I f the individual enjoys his work and work 
setting he may have a difficult time in r eplacing the satisfactions that he 
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obtained from them. On the other hand if he dislikes his work the release 
of retirement may be a true blessing. 
In essence, the entire problem of adjusting to retirement may depend ' 
as Friedmann and Havighurst have concluded, on what the individual's work 
has meant to him. If he can get equal or greater satisfaction out of re-
tirement as compared to his former work,retirement will be a rewarding ex-
perience for him (10, p . 187). 
A national conference on retirement found tha t one of the major prob-
l ems of retirement comes from the unique values that our society places on 
work. Because of this retirement comes to mean emptiness, boredom, and a 
generally devalued existence for many (21, p. 66) . A study by Kutner and 
others found a similar phenomenon. They found that the feeling of being 
useful was the paramount factor in influencing a person's attitude towards 
retirement. In fact, they found it to be much more important than finan-
cial considerations (1 8, p. 89). For some the answer to this need to feel 
useful can be satisfied by further employment or volunteer work for com-
munity projects. For others there is no apparent answer. 
Super narrows the problem of retirement into a basic need for the 
aging person to change his self-concept. He states that the older person 
is living in an ever contracting world, having fewer roles, engaging· in 
fewer activities, having fewer resources (both financial and physical) and 
having a smaller circle of friends (29, p. 158). He feels that people 
should begin to prepare for this as early as their forties when they first 
begin to experience decline. By doing this they should be able to find new 
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interests so that they can keep their activities at a maximum for as long 
as possible (29, p. 160). 
Super points out that the problems of the male in adjusting to retire-
ment will often times be greater than that of the female (29, p. 159). He 
states that the male has always had a primary role as a wage earner and 
little else, while women have had at least a secondary role as a homemaker 
and that they can continue or expand that role quite easily. Even for the 
large number of female professors that are single, the possibility of in-
creasing household tasks offers a large area for expanding activity when 
compared to the possibilities for the male professor in this area. If 
nothing else, the tradition of the female in a homemaker role will help her 
now to adjust to the problems of retirement with greater ease. 
The problems associated with adjusting to decreased income, increased 
leisure time, and decreased work satisfactions present a challenging task 
for any group. These three basic problems can be seen to underly most of 
the problems or adjustments that have to be made by any individual facing 
retirement--including the college professor. Consequently, aspects of 
these problems will tend to reappear throughout this study as the analysis 
is continued. 
6 
CHAPTER II. DESIGN AND PROCEDURE 
Collection of the Data 
A mail questionnaire was used to collect the data for this study . This 
questionnaire was constructe d with the assistance of Dr. Edward Jakubauskas 
and ot hers. A sample is included in Appendix B. The area studied con-
sisted of the six s tate region of North and South Dakota, Nebraska, Kansas, 
Missouri, and Iowa. Our Indus trial Relations Center had established previous 
contacts with a number of the colleges in this area and we asked all of these 
to supply us with a lis ting of their retired professors and also with in-
formation about their present retirement policy. This does not constitute 
a perfectly random sample. However, it should be re asonably unbiased and 
representative of the group involved so that the as sumption of a random 
sample will be used. 
From the r esulting lists of names, ques tionnaires were s e nt out to 725 
professors . Thirty of these we r e e ither undelivered or the address ee was 
deceased or otherwise unable to participate. This left a total sample of 
695, of which 345 r esponded with usa bl e questionnaires for a response rate 
of a bout 50 percent. A total of 38 schools coop~rated with us by supply-
ing the r equested information. 
Ana lysis of the Data 
Basic to de termining how certain problems or aspects are to be dealt 
with, is the need to know which i ndividuals a particular observation applies 
to most. In most cases a Chi Square test (X2 ) will be used to de t ermine if 
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there are significant differences. The Chi Square test is a rather general 
test which evaluates the probability that observed frequencies differ sig-
nificantly from expected or theoretical frequencies (1, p. 212). The as-
sumptions necessary are that the scales contain nominal data and that the 
samples are independent and random (1, p . 214). It is customary to use 
the Chi Square test only when none of the expected values is less than five 
(8, p. 134). In cases where the expected frequency is less than 5, the 
categories will be regrouped or combined wheneve r feasible. 
The formula to be used for the tests with a two by two contingency 
table is: 
x2 = n (/ad-be/- ~)2 
(a+b ) (c+d)(a+c)(b+d) 
(24, p. 131) 
For tests with large r contingency tables the formula to be used is: 
r c 
x2 = l: l: (0 .. -E · .)2 I E· · 
i=l j =l iJ l.J iJ 
(24, p. 130) 
The 5 percent level of significance will be the level used as an indication 
of statistically significant relationships. When x2 ~ x2 (1 - a)[(r- l)(c-l)] 
the null hypotheses is refuted and a s ignificant relationship can be said 
to exist (24, p. 130). 
For cases where an analysis of averages is more meaningful, one-tailed 
t-tests will be used for determining if the differences between two means 
is significant. The formula to be used is: 
8 
and ( 24, p . 119) 
As with the Chi Square t ests , the leve l of significance t o be us ed is 
5 percent. Whe n t ~ t(l-a) (n1 + n2 - 2) the null hypothesis is refuted 
and a significant relationship said to exist (24, p. 119) . The assumptions 
necessary are that the samples are random and independent and that x1 a nd 
x2 are distributed normally (20, p. 141). 
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CHAPTER III. GENERAL CHARACTERISTICS OF TilE RETIRED GROUP 
Age 
This study includes the entire range of retired professors. Some of 
the respondents are still in their late SO's while others have reached the 
90's. For the group as a whole, the mean age is 74.4 years. Since women 
tend to live longer than men, it could be expected that there will be a 
relatively larger number of women in the age grouping over 80 . It might 
also be expected that women will retire earlier than men so that there 
will be relatively more of t hem in the 70 a nd under group. This would mean 
that there should be relative ly more men in the middle age groups. To see 
if this relationship does indeed exist , the hypothesis that there are sig-
nificant differences in the age groupings according to the sex of the retiree 
was tested. Stated in the null form : there will be no relationship be-
tween the age groupings and sex . The data used to test this are given in 
Table 1. The computed Chi Square value is 2 . 15 which is below the critical 
value of 7.81 at the .OS level of significance. Therefore, the null hy· 
pothesis is not r efuted. The data do not support the original hypothesis 
a nd it can be assumed that the age distribution is independent of sex . 
It might be expected that those who a r e in t he two younger groups 
would be the ones currently facing the greatest adjustment problems. It 
could probably be assumed that the necessary adjustments to retirement will 
be partly a function of time and, hence, those who are older will probably 
have adjusted to their retirement status. Since a part of this study is 
directed at determining ways and means by which the adjustment process 
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Table 1. Age groupings by the sex of the retiree 
Age group Male Female Total 
70 and under 63 42 105 
71-75 65 33 98 
76-80 45 32 77 
81 and over 42 20 62 
Total 215 127 342a 
x2 = 2.15 c.v.= 1.81b 
aThere will be a variation in total responses between tables because 
of unanswered items or incomplete answers . 
bAll of the critical values given are determined at the .05 level of 
significance. 
can be facilitated, it will be of particular relevance for those who are 
just entering the r etirement stage. 
Sex and Marital Status 
The sample consisted of 128 women and 217 men or 37 and 63 percent, 
respectively. The marital status of these retired people has important 
implications for their social life and activities in retirement and also 
for their economic needs. Therefore, the hypothesis that the tendency to be 
.married will vary according to the sex of the ~etiree was test2d. Stated in 
the null form: there will be no significant relationshiP. between the te~ency 
to be married and the sex of the retiree . The data used to test this are con-
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tained in Tabl e 2 . The computed Chi Square val ue is 240 .1 which is above 
the critical value of 5 . 99 . The null hypothesis is refuted and the original 
hypothesis holds . Examination of the data show that men retirees are much 
more likely than women r etirees to be married. In percentage terms , 87 
percent of the men are still married , whil e only 7 percent of the women are. 
This is not to s uggest that the rate of mar r iage for female professors is 
extremely low. It is probable that some of the diffe rence could be ex-
pla ined by the possible t endency of married women to leave the profess ion 
prior t o reaching the normal retirement age. 
Table 2. Tendency to be married by the sex of the retiree 
Marital status Ma l e Female Total 
Married 189 9 198 
Widowed and divorced or 
separated 25 27 52 
Single 3 92 95 
Total 217 128 345 
x 2 = 240 . 11 c.v. = 5 . 99 
At any rate , it appears that the problems of the male and fema le r e-
tirees will vary greatly in r etireme nt. The r etired male professor is 
much more likely to have a mate t o look af ter him in his old age and , in 
the case of physical disa bility, to have someone t o help care for him . 
Havighurs t and Albrecht, in their s tudies of older people, point out that 
worry about physica l helpl ess ness affects women much more than men (14, p. 21). 
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This concern seems to be based on the before mentioned considerations . 
From the financial standpoint, men are much more likely to have a 
spouse to support. However, this can also be a form of financial security 
since, in many cases, the spouse may still have an income or will at least 
be eligible for social security benefits to help ease the financial burden. 
The differences in marital status may also result in different social prob-
lems in retirement and may present the need for different adjustments. ni.e 
breaking off of former contacts with colleagues at retirement could be much 
more of a problem for the woman since her work contacts may well be her 
main source of companionship. Conversely, the male is more likely to have 
a spouse so that he still has a dependable source of companionship. How-
ever, this may also be a potential source of friction. When the male has 
to find new ways of spending his leisure time he is likely to spend more 
of it around the home and this may lead to increased conflicts between the 
marital partners. 
General Areas of Specialization 
The various fields of specialization have been broken down into 10 
categories as shown in Table 3. This should be helpful for determining the 
relative rates of participation in the various fields. As can be seen, the 
humanities and the physical sciences encompass the largest number of pro-
fessors having 24 and 15 percent, respectively. From this area breakdown 
we can in turn assess the possible availability of people in retirement 
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which possess the various skills of their respective fields. In a later 
chapter this will be utilized to examine the types of skills that the 
retirees possess which are interested in additional employment . 
Table 3. Area of specialization 
Areas of specialization Men Women Total 3 of total 
Business 21 6 27 8 
Education 22 12 34 10 
Engineering 22 0 22 6 
Home Economics 1 38 39 11 
Hamanities 29 45 74 22 
Medicine and nursing 10 3 ]3 4 
Physical education 1 6 7 2 
Physical sciences 41 11 52 15 
Social sciences 23 6 29 9 
Agriculture 44 0 44 13 
Total 214 127 341 100 
Experience and Previous Training 
The professors have an average of 35 years of experience in their re-
spective fields. About 8 percent of these have only a bachelor.'s degree 
while 48 percent have a master' s degree and 44 percent have a Ph.D. It 
could be expected that there will be significant differences in the level 
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of educational attainment for men and women. To see if this is true, the 
hypothesis tested was that l evel of educational attainment will vary with 
the sex of the retiree. Stated in the .null form: level of educational 
attainment will not be related to the sex of the retiree. The data used 
to test this are given in Table 4 . The computed Chi Square value is 50.04 
which is above the critical value of 5.99. Therefore, the null hypothesis 
is refuted and the data do support the original hypothesis. Examination 
of the data show that men have the greater level of educational attain-
ment. Apparently, at the time that these people were obtaining their edu-
cation, men had either a stronger motivation or a better opportunity to 
pursue an extended education. The differences may have important implica-
tions for those desiring further work and for the ir ability to find it. 
Table 4. Level of education by the sex of the retiree 
Level of education Men Women Total 
Bachelor's 16 12 28 
Master's 75 91 166 
Doctor's 126 25 151 
Total 217 128 345 
x2 = 50.04 c.v. = 5 .99 
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Time Spent Teaching Relative to Research 
The amount of time spent teaching relative to research is a question 
of prime importance for further employment and use of job skills and also 
for the educational system itself. Consequently, the question was asked 
if the professors spent more time teaching or more time in research, ad-
ministration, and extension. Of the respondents, 66 percent indicated 
that they had spent more than one-half of their time teaching while 34 
percent indicated that they spent more time in research and related ac-
tivities. 
It is of interest to determine if the proportion of time spent teach-
ing to research varies with sex or educational level. The first of these 
hypotheses to be tested is: rate of participation in research relative 
to teaching will vary according to the sex of the retiree. Stated in the 
null form this is: sex of the retiree and relative rates of participation 
in teaching as compared to research will not be related. The data used to 
test this hypothesis are given in Table 5. The computed Chi Square value 
is 1.55 which is below the critical value of 3.84 and thus the null hy-
pothesis is not refuted. 
Table 5. Time spent teaching relative to research by the sex of the retiree 
Sex Primarily teaching 
Men 144 
Women 77 
Total 
X2 = 1 55 . 221 
Primarily research 
c.v. = 3.84 
65 
48 
113 
Total 
209 
125 
334 
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The second hypothesis can be stated as follows: time spent teaching 
relative to research will vary with the level of education. Stated in the 
null form: educational level and time spent teaching relative to research 
are not related. The data used to test this hypothesis are given in Table 
6. The computed Chi Square value is 8.99 which is above the critical value 
of 5.99 and therefore the null hypothesis is refuted and the data do 
support the original hypothesis. Examination of the data reveal that a 
larger than proportionate percentage of those with bachelor's and master's 
degrees are engaged in research. This can be explained, in part, by the 
high numbers of men in the agricultural field and women in the home 
economics field which have either a bachelor's or master's degree and are 
engaged in extension work rather than classroom teaching. 
Table 6. Time spent teaching relative to research by educational level 
Level of education Primarily teaching Primarily research Total 
Bachelor's 17 10 27 
Master's 96 67 163 
Doctor's 108 36 144 
Total 
x2 
221 113 334 
= 8.97 c.v. = 5.99 
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Degree of Union:zAtion 
The extent of unionization is important because of its possible effects 
on retirement policies. This effect could come through either direct ne-
gotiations with the administration by representatives of the association or 
through indirect influence on the individual professor s which could take 
the form of offering advice for retirement. The two unions or associations 
that will be studied are the American Association of University Profess ors 
(AAUP) and the National Educational Association (NEA). These were sel ected 
because of their dominant position as the main teacher's organizations . 
Membership in the two unions amounted to about 29 percent of the professors. 
Of those who belonged to one of these, 64 percent belonged to the AAUP and 
36 percent to the NEA . 
It might be expected that men would have a higher tendency to join a 
union because they may have more at stake in negotiations . Usually the 
male teacher has a family to support and, hence, financial considerations 
could become r elatively more important for him and he may, therefore, be 
more willing to join a union for bargaining assistance . To test to see if 
this relationship did exist, it was hypothes i zed that the propensity to 
join a union would vary with the sex of the retiree . Stated in the null 
form : propensity to join a uni on is not related to the sex of t he retiree . 
The data used to test this are presented in Table 7. The computed Chi 
Square value is .7 8 which i s below the critical value of 3. 84 and there-
fore the null hypothesis is not refuted. 
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Table 7. Degree of unionization by the sex of the retiree 
Sex Unionized Nonunionized Total 
Men 67 150 217 
Women 33 95 128 
Total 100 2~ 345 
x2 = . 78 c.v • = 3 . 84 
Type of College Retired From 
If the retirees are classified according to the type of s chool t ha t 
they retired from, it is found that 56 percent retired from t he large s t a t e 
colleges (enrollment over 10,000), 22 percent retired from small state 
colleges, and another 22 percent retired from private colleges . There i s 
a possibility that there will be a difference in the proportions of men 
hired as compared to women by the different types of colleges . To tes t 
to see if this is true, the hypothesis that type of college retired from 
will vary with the sex of the retiree was tested. Stated in the null form: 
type of college retired from is not related to t he sex of t he reti r ee . The 
data used to test this are presented in Table 8. The computed Chi Square 
value is 10.19 which is above the critical value of 5 . 99 and therefore t he 
null hypothesis is refuted . Examination of the data show that men have a 
greater tendency to be from the large colleges. This can probably be at-
tributed to differences in the hiring practices of the types of college when 
these professors were originally looking . for jobs which, in many cases, 
occurred 50 or more years ago. 
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Table 8. Type of college retired from by the sex of retiree 
Type of college Men Women Total 
Large state 136 58 194 
Small state 43 34 77 
Private 38 36 74 
Total 217 128 345 
x2 = 10.19 c.v. = 5 . 99 
In summary, it was found that the mean age of the retired professors 
is 74.4 years. There are no significant differences between men and women 
in the age groupings. However, several other differences were found to 
exist between men and women which may or may not have an effect on their 
adjustment process. Chief of these differences is that the men are much 
more likely to be married than the women are. Another potentially import-
ant difference is -that men are more likely than women to have a Ph.D. It 
was also found that men are relatively more likely to be retirees of large 
state schools and women of small state and private schools. To the extent 
that retirement· policy varies between these types of schools, this differ-
ence is also potentially important. 
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CHAPTER IV. POSSIBILITIES IN RETIREMENT POLICY 
Prior to an analysis of present policy or desired policy it is im-
portant that some of the factors or possibil ities be reviewed. One of the 
first questions facing an administration is the choice between a fixed or 
flexible policy. After selecting between these, questions still remaining 
include: When should a professor retire? How can one tell when retirement 
should occur? and, Should that retirement be gradual or immediate? 
Flexible Versus Fixed Policies 
It seems that most colleges prefer flexible policies to fixed ones. In 
a study of the retirement plans used by u.s. four year colleges and uni ver-
sities, Greenough and King found that public institutions we re a little more 
likely to have a fixed age for retirement without extensions than private 
institutions were (12, pp. 415-416). Of the public institutions, 12 percent 
were said to have reported a fixed age compared to 8 percent for private 
institutions . Eighty-four percent of the public institutions and 90 per-
cent of the private institutions had provisions for extensions beyond the 
stated age . They also found that 70 was the most frequent age of retirement 
for those under a fixed-age policy and that for those under a flex ible policy 
tenure was normally discontinued at 65 and extensions were then made on a 
year to year basis. 
It is possible that interest in a fixed retirement policy as compared 
to a flexible policy is responsive to the market demand for and s upply of 
avai lable replacements. A governor's commission studying employment and 
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retirement in California found that, for workers as a whole, the employer's 
interest in the type of retirement policy was indeed responsive to market 
demand and supply (4, p. 109). There seems to be some of this relation-
ship in the teaching field also. In statements on their policy, several 
colleges indicated that they had either fixed policies or maximum ages for 
retirement but in cases where replacements were not available, appointments 
could be continued for the convenience of the college. Unfortunately, 
statistical data are not available that would permit an accurate analysis 
of just how responsive the fixed requirements are to the relative diffi-
culty of finding replacements. 
In any event, both fixed and flexible retirement have their peculiar 
advantages and limitations. The most frequently mentioned advantage of a 
fixed retirement policy is the relative ease of administering it. The 
structured form leaves little room for varying interpretations and eliminates 
the need for committees or other arrangements designed to determine who shal l 
be retained. In applying a flexible system, Breckinridge points out that 
in order to make it equitable selective retirement must be based on objec tive 
measures of productivity, physical condition, and psychological status (2, 
p. 51). These tests would be most difficult to apply in teaching and henc~, 
there would probably be a tendency to rely on more subjective measures 
which will often lead to grievances and administrative problems. In the 
absence of objective measures it is quite common that past service is used 
as the basis for retention rather than current capabilities and hence,the 
wrong people are often retained (2, p . 52). In addition, with selective 
retirement there is a possibility of discriminat i on between employees (23, 
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p. 580). In the teaching field this presents a n area of difficulty for 
those who hold ideas contrary to those of the administration or whoever 
else decides on retirement cases. This impairment of academic freedom is 
perhaps one of the main r easons why the AAUP support a fixed r etirement 
age (26, p. 425). 
Tied i n with the administr a tive problem is the additional one of un-
certainty that flexible ret irement may produce. The individual does not 
know when his empl oyment will terminate and, therefore, has difficulty in 
making long range plans. The uncertain date may cause him to put off 
planning because of the hope that he will be extended and this presents a 
possibility of his being thoroughly unprepare d when he is asked to retire. 
The fixed r etirement date, on the other hand, forces the employee to look 
ahead and, hopefully, prompts him to plan for it (23, p. 580). In addition 
to t he problems of planning that flexible retirement may produce, it can 
also create probl ems of moral e . This problem a pplies to both the retired 
employee and t o his younger colleagues still employed . When someone is re-
tained while another of equal status is asked to r etire, it can be quite 
injurious to the individual who i s asked to leave . He, in turn, may spread 
his d issatisfaction to the younger members of the staff ( 2, p. 50). 
Another aspect of morale conce rn i ng the younger teachers involves the 
opportunities for promotion. With the f ixed r etirement plans there are, 
naturally, better promoti on and employment opportunities fo r young people 
and this can l ead t o better morale among the staff members (23, p. 580). 
Along with this need for turnover for promotion and incentive purposes 
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comes the need to preserve a balanced age structure so that key members of 
a staff do not become aged all at once (2, P• 52). 
Fixed retirement policies do not possess all of the advantages, how-
ever. An equally good case can be presented for the flexible retirement 
policies. The leading advantage that is most often cited is that selective 
retirement allows the institution to take advantage of individual differ-
ences . Chronological age and functional age are seldom the same for differ-
ent individuals and thus it is desirable to have a plan that can accommodate 
these diff erences (25, p. 3) . A fl e xible policy can also be made to harmonize 
with the wishes of the individual and these wishes can certainly differ as 
much as the functional ages do. By taking account of these differences 
and helping the individual meet his needs, his morale is likely to be im-
proved (4, p. 109) . 
Another aspect of flexible retirement and its ability to conform to 
the needs of the individual comes in the financial area . Some individuals 
may continue to have to rely on employment to satisfy their financial needs 
and to deny them this employment could , in some cases, cause hardship (25, 
P· 3) . 
Rela ted to the cost of r eti rement for the individual is the cost of 
r etirement for the university and the economy . For the college there is 
the obvious cost reduction in their pension plan whenever a professor pro-
ceeds beyond the normal retirement age. In addition, there may also be a 
loss to the university of some very capable individuals whose accumulated 
knowledge and experience make them the l eaders in the ir respective depart-
ments (4, p. 3). At times when the supply of capable professors is tight, 
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the university and the nation as a whole will lose if employment policies 
are used which cause professors to retire before they want to. 
Gradual Versus Immediate Retirement 
Regardless of the kind of plan that i s finally settled on, it is 
still questionable if that retirement should be gradual or immediate. 
Havighurst and Shanas have found in their studies of older people that, in 
general, when an individual has a choice he will choose to taper off his 
work rather than to retire immediately or rather than take a new, lower 
scale, less demanding job (15, p. 85). In addition to following the em-
ployees preferences, the gradual retirement will also give him a period for 
adjustment to his new way of life (2, p. 62). 
A contrary opinion is expressed by Moore. Re states that for those 
who have had a high standard of living a halfway arrangement may be totally 
unacceptable. Further, those who have formed other plans for their re-
tirement may be quite frustrated by continued part-time employment . Finally, 
the necessary adjustments to retirement may be delayed by these halfway 
arrangements to the extent that a clean break would be best (22, p. 47). 
It would seem that, because of the individual differences and desires, free-
dom of choice for the individual should be given the fullest feasible con-
sideration. Kreps states that this freedom of choice should be allowed for 
not only the degree and time of retirement, but that the individual should 
also be allowed to regain his position after he has made his initial commit-
ment so that finer adjustments for his individual and social needs can be 
made (17, p. 161). 
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When to Retire 
Despite the needs and desires of the individual, the university's 
primary responsibility is not and should not be directed to the individual 
professor. The quality of the services that the university is offering 
is of prime importance and the needs and desires of the individual have to 
be placed under this constraint. Consequently, the question of when a 
professor should retire and how it is to be determined ari ses . For those 
who decide to retire voluntarily there seem to be guides within the in-
dividual which can help him to dete rmine the right time. Moore lists 
some of these as: de cline in one's energy reserve, loss of enthusiasm 
and satisfaction f rom the job, the inability to do full justice to one's 
work, and the possible l oss of prestige and status should the individual 
continue (22, pp. 43-45). Unfortunately, one can not rely on the critical 
powers of self- examination in a ll cases because the indiv idual will often 
overestimate his abi lities (2, p. 51). A national committee on aging in 
1952 found that freedom and the degree of choice in retirement had to be 
restricted to the extent that effecti ve methods could be worked out for 
retaining the competent and dismissing the incompetent (21, p . 33). They 
continued to state that in the f inal analysis the policy of retirement 
must be acceptable to both sides . In this case the professor must con-
tinue to perform adequately just as further employment must contribute to 
his welfare. If a worker f inds that employment i s no longer contributing 
to his welfare he should, by a ll means, have the opportunity to r etire 
ahead of the set time (21, p. 33) . 
26 
With this as a background the next two chapters will deal with its 
implementation. The first will deal with an examination of the present 
policies in the colleges as that policy was ~pplied to the individual 
professors. The second of these chapters will examine the desires of the 
professors and attempt to analyze the points of difference with the exist-
ing policy. 
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CHAPTER V. PRESENT RETIREMENT POLICY 
The Greenough and King study, cited in the preceding chapter, on 
flexible versus fixed retirement showed that an overwhelming majority of 
the colleges had some form of a flexible policy. Only 11.4 percent of the 
total faculty were said to be under a fixed policy (12, p. 415). The re-
sults of this study are consistent with the results obtained by Greenough 
and King. In our survey the colleges were asked to supply a statement on 
their retirement policy. Of the twelve usable responses, only one has a 
fixed retirement policy. However, all of the rest listed 65 as the age 
at which tenure is discontinued. After this, extensions are made on an 
annual basis. In one-half of the cases this could be continued up to 
the age of 70. Others reported 68 as the deadline and still others re-
ported that there is no limit on the number of extensions allc:Med. In 
some cases the extensions could be on a part time basis. 
Flexible retirement does not, of course, imply that the policy is in 
accordance with the wishes of the professors. Many extensions are made 
for the convenience of the university and usually extensions are not al-
lCMed to go beyond a set age which may be too early for many professors. 
Consequently, it is necessary to examine the data to see how many of the 
professors had to retire involuntarily. 
Voluntary Versus Involuntary Retirement 
Of the total number of respondents, 56 percent indicated that they 
had been forced to retire involuntarily and 97 perce nt of these indicated 
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that retirement rules we r e the primary reason for their involuntary r e-
tirement. Although 56 percent indicated that they had to retire, i t 
does not mean that all were dissat i sfied by this arrangement. Only 54 
pe rcent of these involuntary retiree s i~dicated that they wanted to work 
beyond the date of t~eir involuntary r e tirement. Pe rhaps this is an in-
dication that many peopl e use the age limit as a cutoff age around which 
they have plann~d their r etireme nt . In a ny event, it could be expected 
that more men than women wou ld be forced to retire i nvoluntarily because 
me n would probabl y be more prone to want to work longer a nd thus , be more 
like ly t o come under the involuntary requirement s . The willingness of men 
to work longer than women will be discussed later i n this chapte r . The 
hypothes is was tested that the t endency t o be involuntarily retired will 
vary with the sex of the retiree . Stated in t he null form; the tendency 
to be r e tire d involuntarily i s not r e lated to the s ex of the r etiree . The 
data used to test this hypothesis a re given in Ta ble 9. The computed Chi 
squar e value is 9.1 6 which is above the crit ical val ue of 3.84 and thus 
the null hypothesis is refuted. Examination of the data show that me n 
actual ly do come under the involuntary provisions mor e of t e n than women. 
Only 45 percent of the women had t o retire involuntarily as compared to 
62 percent of the men. 
Table 9. Propensity to be involuntarily retir ed by sex of the retiree 
Sex Involuntary Volu ntary Total 
Men 134 81 215 
Women 57 70 127 
Total 191 151 342 
x2 = 9.16 c.v. = 3. 84 
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There is also a possibility of differences in the tendency to be in-
voluntarily retired based on the level of educational attainment . A re-
lationship could exist for two reasons. In the first case, professors 
with a higher level of education might have a s tronger attachment to work 
and may obtain a greater level of job satis faction because of their usual 
higher status and prestige and ther efore, may be more likely to continue 
until forced to retire. In the othe r case, there is a possibility that 
the colleges would be more willing to retain professors with higher levels 
of educational a ttainment s o that they would not be forced to retire. These 
two possibilities would, of course, be offse tting. To determine if one 
of them has a dominating effect suf ficient to cause statistical significance, 
the hypothesis that forced r e tirement is related to the level of educa-
tional attainment was tested for both men and women. This is to cont rol 
for the differences ip education that we re found to be significant pre-
viously and for the differences in propensity to be involuntarily ret ired. 
The null hypothesis is: educational level and forced retirement are not 
related. The data used to test this hypothesis are given in Tables 10 a nd 
11. The computed Chi Square values are 2.21 for men and .60 for women, 
both of which are below the critical value of 3.84. Therefore, the null 
hypothesis is not refuted. 
It is also of interest to see if there is a difference in the number 
of people retiring under involuntary provisiops by the type of college re-
tired from. A governor's commission in California found that large firms 
are more likely to have involuntary provisions than small firms (4, p. -110) . 
To see if this same relationship holds for the colleges, the hypothesis 
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Table 10. Propensity to be involuntarily retired by educational level 
for men 
Educational level Involuntary 
Bachelor's + master's 52 
Doctor's 82 
Total 
X2 = 2 21 . 134 
Voluntary 
39 
42 
81 
c.v. = 3. 84 
Total 
91 
124 
215 
Table 11. Propensity to be involuntarily retired by educational level 
for women 
Educational level Involuntary Voluntary Total 
Bachelor's +master's 48 54 102 
Doctor's 9 16 25 
Total 
x2 = .60 
57 70 127 
c. v. = 3. 84 
was tested that the number of people retiring under involuntary provisions 
will vary witfr the type of college. The null hypothesis is: type of 
college and involuntary retirement are not related. Once again this will 
be tested for both men and women to control for the tendency of women to 
be from small or private colleges which was found to be significant 
earlier. The data used to test this hypothesis are given in Tables 12 
and 13. The computed Chi Square value is 8.24 for the men and 6.97 for 
the women, which in both cases, is above the critical value of 5.99. Thus, 
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Table 12. Propensity to be involuntarily retired by type of college 
for men 
Type of college Involuntary Voluntary Total 
Large state 94 41 135 
Small state 21 21 42 
Private 19 19 38 
Total 134 81 215 
x2 = 8.24 c.v. = 5.99 
Table 13. Propensity to be involuntarily retired by type of college 
for women 
Type of college Involuntary Voluntary Total 
Large state 32 24 56 
Small state 10 24 34 
Private 15 22 37 
Total 
x2 = 6. 97 
57 70 127 
c.v. : 5.99 
the null hypothesis is refuted and the data do support the original hy-
pothesis. Examination of the data reveal that for both men and women 
there is a greater tendency to be involuntarily retired among those from 
the large state colleges. This may indicate that the large state colleges 
have stringent quality controls or simply that they are less flexible 
than the small state and private colleges. It may be that the smaller 
schools feel that they are better able to determine who is fit to be re-
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tained. Because of their size it may be possible to deal with retire-
ment cases on a more individual bu.; is and hence, they can allCM a greater 
number of professors to continue until they wish to retire of their own 
accord. 
There are no significant differences between the mean age of retire-
ment for men as compared to women of those that had retired voluntarily. 
The hypothesis that of the voluntary retirees men would tend to retire 
later than women was analyzed by the use of a t-test. The null hypothesis 
is: the mean r e tirement age of volu ntary r etirees is not significantly 
higher for men than for women. The data and results for this test are 
given in Table 14. The computed value for the t-test is 1.009 which is 
less than the critical value of 1.661 at the .OS level of significance, 
and thus the null hypothesis is not refuted. Basically the same hypothesis 
was tested for involuntary retirees . In this case the results are signifi-
cant. The t-test had a value of 2.001 which is above the critical value 
of 1.660 and thus the null hypothesis is refuted. It would appear that 
men are more likely to seek extensions and/or obtain them than women are. 
When the voluntary and involuntary immediate retirees are combined 
the males also retire later than the £emales. This was determined by 
testing the hypothesis that the mean retirement age of males would be 
significantly greater than for females. Stated in the null form: the 
mean retirement age of males is not significantly higher than for females. 
The computed t-test value is 2.633 which is above the critical value of 
1.652. Therefore, the null hypothesis is refuted and we can conclude that 
of those who retire all at once men will retire later than women. This 
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difference amounts to 1.2 years as male retirees average 67.4 years while 
females average 66.2 years at retirement. 
Although men tend to retire later than women overall, the division 
between voluntary and involuntary retirees has some important implica-
tions. There were no significant differences for the voluntary retirees. 
These people tended to retire at about 65 with a standard deviation on 
either side of the mean making the range from 62 to 68. This falls within 
the traditional retirement age as set up by American society and it would 
appear that many professors of both sexes have decided to work to this 
age as a cutoff point. There are proportionately more women than men in 
this group, however, and this indicates that relatively more men desire 
to continue working longer and thus, more of them come under the involuntary 
provisions. Of those who do go on until they are forced to retire, men 
were able to continue working longer than women and it would appear that 
some of this might be due to preferential treatment of men over women in 
the retention practices of the colleges. At any rate, men on the average 
do continue to work longer than women and this is probably largely due to 
a stronger work role orientation. 
For both men and wome n, voluntary retirees tend to retire earlier 
than involuntary retirees. The hypothesis that voluntary retirees would 
retire earlier than involuntary retirees was tested by the use of a t-test 
for both men and women. In both cases the null hypothesis is that retire-
ment age of involuntary retirees is not significantly greater than for 
voluntary retirees. The data used to test this are also given in the 
Table 14. In both cases the results are significant. For men the computed 
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Table 14. Tests for differences between voluntary and involuntary 
retirees 
Characteristic tested Number 
Women voluntary-immediate SS 
Men voluntary-immediate S3 
Women involuntary-immediate 46 
Men involuntary-immediate 71 
Women voluntary-immediate SS 
Women involuntary-immediate 46 
Men voluntary-immediate 53 
Men involuntary-immediate 71 
Total men immediate 126 
Total women immediate 102 
x 
64.80 
6S.38 
67.74 
68.90 
64.80 
67.74 
6S.38 
68.90 
67.36 
66.16 
s 
2.73 
3.23 
3.74 
2.S3 
2.73 
3.74 
3.23 
2.53 
3.34 
3.52 
t 
1.009 
2.001 
4.SS5 
6.806 
2.633 
c~. 
1.661 
1.660 
1.661 
1.659 
1.652 
t-test value was 6.806 which was beyond the critical value of 1.659 and 
for women the value was 4.555 which is again beyond the critical level 
of 1.661. Therefore, in both cases the null hypothesis is refuted. Male 
volunteer retirees had a mean retirement age of 65.4 as compared to 68.9 
for male involuntary retirees, or a difference of 3.5 years. The pat t ern 
was quite similar for female retirees, volunteers averaged a retirement 
age of 64.8 while those under involuntary provisions averaged 67.7 for 
a difference of 2.9 years. 
This difference between voluntary and involuntary retirees is import-
ant for policy makers, especially those considering fixed retirement pro-
visions. Since the voluntary retirees quit sooner, it is apparent that 
allowances have to be made for those wishing to retire ahead of the normal 
retirement age . Forcing a professor to continue beyond the age at which 
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he would like to retire is not likely to be beneficial to the educa tiona l 
system. This forcing a professor to remain at his post can be accomplished 
quite easily by requiring that he remain in order to be eligible for his 
pension benefits. 
An additional possible source of variation for age at retirement could 
occur because of different policies by the different types of colleges. 
The hypothesis was tested that large state schools will have an earlier 
retirement age than either the small state colleges or the private col-
leges. Stated in the null form this is: large state schools will have 
a mean retirement age greater than or equal to that of small state and 
private colleges. This hypothesis was tested for men and women separatel y . 
The data used to test it are given in Table 15. As can be seen, t he only 
significant result is for men in the large state schools compar ed to the 
small state schools. In that test the computed t value is 1.821 which is 
above the critical value of 1.661 and in that case, the null hypothesis 
is refuted. Men in the large state schools retired on the average 1.5 
years earlier than those in the small state schools. 
To explain the difference for men according to the size of the state 
schools, the ~ata were divided into involuntary and voluntary retiree groups . 
The hypothesis was tested that in both cases the large state colleges will 
have an earlier retirement age than the small state colleges. Stated in 
the null form this is: large state schools will have a mean retirement 
age greater than or equal to that of the small state schools. The data 
used to test this and the results obtained are presented in Table 16. 
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Table 15. Tests for differences in retirement age by type of college 
Characteristic tes t ed Number x s t c.v . 
Women 
Large state 45 66 . 02 4. 24 
. 394 1. 665 Small state 28 66 . 39 3.29 
Large state 45 66. 02 4 . 24 
. 133 Private 29 66.14 2.45 1. 667 
Men 
Large state 83 66.90 3 . 45 
1 . 821 1.661 Small state 19 68 . 42 2 . 36 
Large state 83 66 . 90 3 . 45 
1.479 1.661 Private 24 68.08 3 . 44 
Table 16. Tests for differences in retirement age by type of college 
Characteristic tested Number x s T c.v. 
Voluntary-men 
Large state 34 64 . 56 3 . 36 
1 . 948 1. 683 Small state 8 67 . 00 3.20 
Involuntary- men 
Large state 48 69 . 2 9 2.40 . 773 1.673 
Small state 10 69.90 l. 37 
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The computed t value of 1.948 for the voluntary retirees is above the 
critical value of 1.683 and consequently, the null hypothesis for the 
voluntary retirees is refuted. The results for the involuntary retirees 
were insignificant and in this case the null hypothesis was not refuted. 
Th.is leads to the conclusion that the small state colleges may be more 
lenient in the retention of their professors than the large colleges are. 
As we saw before, the large state colleges are more prone to have in-
voluntary provisions than the small state colleges; consequently, it seems 
that many of voluntary retirees of the small schools are allowed to con-
tinue longer and, in many cases, may not come under involuntary provisions 
at all. However, where involuntary provisions do exist they appear to be 
fairly standardized without fluctuations for the type of school. 
Th.e immediate retirees were further broken down by level of education 
to see if there were any significant differences in this area. The hy-
pothesis was tested that professors with a Ph.D. will, on the average, re-
tire at a later date than will those with a master's or bachelor's degree. 
The reasoning for this is twofold. Th.ose with the higher educational level 
may have more advantageous positions and status than those with lesser edu-
cation and hence be more reluctant to retire because their work satisfac-
tion is greater and secondly, the colleges may be more willing to retain 
them because of their greater education and alleged skill. Th.e null hy-
pothesis is: professors with a Ph.D. will not have a significantly higher 
age of retirement. The data used to test this are presented in Table 17. 
Men and women were tested separately. The computed t-test values were 
1.897 for men and .325 for women with critical values of 1. 659 and 1.661, 
\ 
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Table 17. Tests for diffe rences in ret ireme nt age by educational l evel 
Characteristic t es t e d Numbe r x s t c .v. 
Me n 
Bachelor' s and maste r's 56 66.73 3 . 60 
1. 659 Doctor ' s 70 67 . 86 3.06 1.897 
Women 
Bachelor's and master's 85 66 . 41 3.55 . 325 1.661 
Doctor ' s 17 66 . ll 3 .47 
respectively. Thus the null hypothesis is reEuted for men but not for 
women . Among the me n, those with a Ph . D. retired, on the a ve r age, about 
1.1 years later than those with bachelor's and maste r ' s degrees . 
Gradual Ve r sus Immediate Retire ment 
The precedi ng s ection has dea lt exc lus ive ly with those professor s 
who retired immediately; atte ntion in this section wi l l be focused on those 
who retired g r adually . A professor may be enro lled in a g radual retirement 
policy because of h is individual wishes or because of the wishes of the 
university . In all, 31 percent indica ted that, for one r eason or another, 
they had r e tired g radually. For 63 percent of these gradual r etirees 
some aspect of the process was involuntary. This could have been because 
of a r equirement to go on part- time from full-time or it could have been 
involuntary because of disag r eement with the star ting or ending dates . 
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It was found that men were more prone to retire gradually than women 
were . The hypothes is that the tendency to retire gradually will vary 
with the sex of the retiree was tested by Chi Square. The null hypothesis 
is: sex and propensity to ret i re graudally are not related. The data 
used to t est the hypothesis are present ed in Table 18. 
Table 18 . Propensity to retire gradually by the sex of the retiree 
Sex of retiree Gradual Immediate Total 
Men 85 129 214 
Women 22 104 126 
Total 100 233 340 
x2 = 17.202 c.v. = 3.84 
The computed Chi Square va lue of 17 . 20 is a bove the criti cal value 
of 3.84 and thus the null hypothesis is refuted. Only 18 percent of 
the women engaged in gradual retirement as compared to 39 percent of the 
men . Apparently women are relatively more ready to retire at earlier 
ages and once the time approaches, are ready to give up their work role 
status completely. However , not all women give up their work r ole status 
earlier than men. Of those who go into gradual r e tirement, women begin 
at a later age than me n do. The hypothesis that women enter gradual r e-
tirement programs later than men was tested by the use of a t - test . The 
null hypothesis is: age of entry to gradual retirement will not be sig-
nificantl y highe r for women than for men. The data and results are given 
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in Table 19. The computed value of 1.886 is above the critical value of 
1.661 and thus the null hypothesis is refuted. Although most women re-
tire earlier than .men , apparently those women who go into gradual retire-
ment value their work r oles highly as they wait longer than the comparable 
group of men by 1.6 years before s tarting gradual retirement and also · 
maintain their gradual retirement status as long as men do . 
The hypothesis was tested that they would maintain their gradual 
status longer than men also. The null form i s that they will be equal 
or less. The data used for testing are given in Table 19 also. The r e-
sults were not significant. The computed value was .516 which is below 
the critical value of 1.662 and thus the null hypothesis is not refuted . 
Table 19. Starting and ending age for gradual r etirement by sex of retiree 
Characteristic tested 
Men 
Women 
Men 
Women 
Number x 
Starting ~e 
84 66.50 
21 68.14 
Ending age 
75 71.95 
15 72.60 
s t c.v. 
3.10 1 . 882 1.661 
5 . 07 
4.23 
5.62 
.516 1.662 
Combining the starting and finishing averages for men and women, the 
average length of gradual retirement turns out to be 5 . 22 years from s tart 
to finish. This figure is somewhat downward biased because many of those 
in the longer than average programs had not completed their retirement and 
hence could not be included in this calculation. 
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There are no significant diffe r ences between the voluntary and in-
voluntary groups that r etir ed g radually. It was hypothesized that the 
retirees who volunteered to retire g radua lly would have a lower mean age 
than those who had been f orced, as had been the case with the non-g radual 
retirees. The null hypothesis is: the r e will be no relationship between 
i nvoluntary- voluntary status and the starting age for gradual retirement . 
The data used to t est the hypothesis are given in Table 20 . A t -test was 
used to test for d iffe r ences in the a verage starting age of gr a dua l r e-
tirement and once again, men and women were analyzed separately . The com-
puted t value is 1.479 for men and .487 for women, both of which are bel ow 
the critical values of 1.665 and 1.729, respectively. The nu l l hypothes i s 
is, therefore , not refuted. 
Table 20. Starting age for gradual retirement by voluntary- involuntar y 
s tatus 
Characteristic tested Number x s t c.v. 
Men 
Voluntary 27 67.22 4. 44 
I nvoluntary 57 66.16 2.18 1.479 1.665 
Women 
Voluntary 12 67 .67 6 . 33 
I nvoluntary 9 68 . 78 2.91 . 487 1 . 729 
It is of inte r est to see i f there are s i g ni ficant differences in t he 
propensity to be unde r a gradual r etirement provis ion due to level of 
education. I t was hypothesized that those with a Ph . D. are mor e l ikely 
to be in a gradual program than those with bachelor's or master 's degrees . 
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The reasoning for this is that those with more education may have stronger 
work role values due to greater prestige and s tatus than the others and 
also the c oll eg~s may be more will ing t o prolong their careers because 
of their r e lative g r eat e r experience and skill than those with a lesser 
education. The null hypothesis is: education and propensi ty to r etire 
gradually are not relate d. Men and women were again tested separately. 
The data use d t o t est this are presented in Tables 21 and 22. The com-
puted value for men i s . 34 and for women . 97 , both of which are below 
the critical value of 3.84 and consequentl y, the null hypothesis is not 
refuted. 
Table 21. Propens ity to retire gradually by educational level for men 
Educational l evel Gradual Immediate Total 
Bache lor's + master's 34 57 91 
Doctor's so 74 124 
Total 84 131 215 
x2 = . 34 c.v . = 3 . 84 
Table 22. Prope nsity to r e tire gradually by educational level for women 
Educational leve l Gradual Immediate Total 
Bache l or ' s + master ' s 17 85 102 
Doctor ' s 5 1 7 22 
Total 22 102 124 
x2 = • 97 c.v. = 3 . 84 
\ 
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Schools were analyzed to see if there is a difference in t he pr opens ity 
of t heir professors to retire gradually. It was hypothesized that small 
state colleges and private colleges would tend to have relatively mor e 
participating in gradual retirement programs. Since they had previously 
been found to be more flexibl e in voluntary provisions, it was fel t t ha t 
this might also apply to gradual retirement. The null hypothesis is t hat 
type of college and propensity to retire gradually are not related . Again, 
differences for men and women were tested separately with the dat a and re· 
sults presented in Tables 23 and 24. The computed value for men was 2. 47 
and for women 1.69, both of which are below the critical value of 5 .99. 
Thus, the null hypothesis is not refuted. 
Table 23. Propensity to retire gradually by type of college for men 
Type of college Gradual Immediate Total 
Large state 51 83 134 
small state 21 21 42 
Private 13 25 38 
Total 85 129 214 
r = 2 . 47 c.v. = 5.99 
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Table 24 . Propensity to retire gradually by type of college for women 
Type of college Gradual Immediate Total 
Large state 12 45 57 
Small state 6 26 32 
Private 4 33 37 
Total 22 104 126 
x2 = 1.69 c.v. = 5. 99 
Areas of specialization were also tested for possible s ignificant 
differences. The three major areas used we re those of: (1) vocational 
fields, which included mainl y agriculture and home economics , (2) the 
physical sciences, and (3) the liberal arts, which included everything 
that could not reasonably be included in the other two areas . It was 
hypothesized that there would be significant differences according to 
major area because of the relative greater difficulty of replacing members 
of the more technical fields than of the others and hence, colleges would 
be more willing to retain these members on at least a part time basis . 
The null hypothesis i s : a r eas of specialization and propensity to retire 
gradually are not related. There was insufficient data to test for differ-
ences among women so only men were t ested for this difference. The data 
and results are given in Table 25. The computed value was 1.05 which is 
below the critical value of 5.99 and thus the null hypothesis is not re-
futed. 
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Table 25. Propensity to retire gradually by area of special i zation f or 
men 
Area of specialization Gradual Immediate Tota l 
Physical sciences 31 39 7 0 
Liberal arts 35 61 96 
Vocational 18 28 46 
Total 84 12 8 212 
x2 = 1.05 c. v. = 5.99 
Of those who retired gradual ly , 57 percent were engaged in school 
plans and the remaining 43 percent had individual plans . It was hypothe-
sized that participation in school plans would vary with the type of 
coll ege . The null hypothesis is : type of school is not related to the 
type of plan. The data used to test the hypothesis are given in Table 26 . 
The computed Chi Square value of 18 . 20 is above the critical value of 5.99 
and thus the nul l hypothesis is refuted. Examination of the data s how 
that the large s tate schools tend to have relatively more professors in 
school plans as compared to the individua l p l ans . This seems to be in 
k eeping with the trend of the large colleges to have a more structured 
pol icy in that previously they were found to have mor e under involuntary 
provisions and now to have the more formalized s chool plans . 
Of those engaged in school plans, 37 percent indicat ed that they 
were volu ntary a nd 63 percent that they wer e involuntary . For those in 
a school plan the question was asked if the withdrawal progression was 
\ 
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Table 26. Propensity to be under a school plan by the type of college 
Type of coll ege 
Large state 
Small state 
Private 
Total 
x2 = 18 . 20 
School plan 
36 
10 
3 
49 
c.v. = 
Individual plan Total 
12 48 
12 22 
14 17 
38 87 
5 . 99 
standard for other professors of the same s tatus, 85 percent indicated 
that it was. 
A similar ques tion was asked of t hose in individual plans. Of t hese , 
54 percent indica t ed that people of their status could r e tire gradually 
and 46 pe rcent said that others could not . The individual plans differ 
from school plans in that they are less structured and probably less 
likely to have a format to follow or ass i stance provided for setting them 
up . Of the g r adual retirees using individual plans only 20 indicated 
that they had assistance in setting them up , 8 indicated that no one had 
worked with them and an additional 9 did not respond . The most common source 
of assistance was e ither the dean or the head of the department . Both had 
provided assistance to 7 people. In a s urvey of r e tired executives, Hall 
found one of the most common suggestions for improvement was the need f or 
me thods for stimulating t horough thinking and planning in advance so t hat 
adequate programs could be prepared (13, p. 123). This would seem to hold 
46 
true also for r etired professors and is one area in which the retirement 
process could be facilitated quite easily. 
In summary, it was found that women are more likely than men to r e-
tire voluntarily. Of al l of those that did retire immediately, 44 percent 
retired voluntarily. It was found that the large stat e schools a r e the 
most likely to have involuntary provisions. Considering both involuntary 
and voluntary immediate retirees , men tend to retire later than women by 
an average of 1 . 2 years. 'lb.ere are significant differences for men but 
not for women in average retirement age according to the level of educa-
tion and type of school r etired from. 'Ib.e men with Ph.D.'s tended to 
retire later and those from the large state schools to retire earlier. 
It was found that men tend to retire gradually more often than women. 
In all, 31 percent had retired gradually . For these gradual retirees, the 
average span of the gradual retirement is over 5 years. The gradual r e-
tirement process was carried out under school plans in 57 percent of the 
cases with the large state schools having a relatively higher number e n-
gaged in school plans. 
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CHAPTER VI . RETIREMENT POLI CY AS DESIRED BY THE PROFESSORS 
From the indivi dual ' s standpoint an ideal retirement policy wou l d 
be one that is flexible enough to meet his individual needs . Unfortunate-
l y , this policy mus t be consistent, first, with the needs of the college 
a nd its educational standards and, secondly, with the college ' s a bility 
to administer the plan. An attempt will be made in this chapter to outl ine 
some of the aspects that professors would like to have incorporated into the ir 
r etirement policies and subsequently, to point out reasons why this may or may 
not be acceptable . 
The Ideal Age for Retirement 
One of the primary questions involved in establishing a r e tirement 
pol icy concerns the ideal age for retirement. From the analys i s of t he 
preceding chapter, the only reasonable conclusion is t hat it varies 
greatly from one individual to another. From Table 15 it can be deter-
mined that the mean age for retirement is 66.8 for the entire g r oup with 
a standard deviation of 3.4 years. This means that about two-thi rds of 
the group retired between the ages of 63 . 4 and 70.2. This st i l l l e aves 
one- third outside the range and, in addition, the range is downwa rd biased 
f r om t he desired range since many were forced to r e t i r e ea r lier t ha n the y 
had wanted to. Therefore , if a policy is to be cons i s t e nt with t he wis hes 
of a fairly high percentage of the professors it will have t o have pro-
visions for retirement available starting, perhaps, a t 60 and continuing 
to 75 . It could be expected that women, in general, would tend to be at 
the lower end of this range since it was found in Table 14 that they 
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tended to retire earlier than men . Men with Ph . D.' s wou l d pr oba bly t e nd 
towards the upper end of the range as the test in Table 17 showed that 
they retired later than those with l esser levels of education. 
It s hould be feasible for colleges to a l low enough flexi bi l i ty in 
their plans so that professor s can r e tire at ages under t heir "norma l r e-
t i rement age", which is usually considered to be 65 . It seems that the r e 
would be little to gain by forcing a professor to remain against hi s wis hes 
once he feels that he would be better off in r etirement . Under t hese 
circumstances, his attitude and morale would be l ikely to be low and , i n 
turn, his contribution to the educational sys tem reduced . To faci li t ate 
his withdrawal the provis ions of the pension plans have to be conside r ed. 
Adjustments have to be available for a professor who wants to r etire early 
so that he may do so. This will probably have to entail reduced ra t es 
fo r those who leave ea rlier, which should certainly be better than f orcing 
them t o continue until the normal retirement age to obtain their pens ion 
benef its. 
The other e nd of the age sca l e i s much more arbitrary. The ques tion 
of how long a professor can continue to meet the educa t iona l sta nda rds of 
the college is an extremely important one. It is unlikely t hat t he coll ege 
can rely entir ely on the individual to determine the age at which he mus t 
quit and he nce , some system is needed that will weed out the incompe t ent. 
The feasibility of such a selective system i s also quite a rbitr a r y as was 
discussed in Chapter 4 . In the final analysis, a cutoff date wi l l pr oba b-
ly continue to be needed until more adequate means for judging fit ness to 
continue are deve loped. 
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The Desire for Gradual as Compared to Immedia te Retirement 
Another important aspect of retirement policy concerns the phasing 
of the withdrawal process. The main question is, Should retirement be 
gradual or immediate? By combining the retirees who had participated in 
gradual retirement programs and that had indicated that they were satis-
fied with the arrangement with those that indicated that they would have 
liked to retire gradually but could not, it was found that 44 percent 
favored gradual retirement . This is somewhat contrary to the study by 
Havighurst and Shanas, cited earlier, which found that individuals, in 
general, would prefer to taper off their retirement activities (15, p . 85 ). 
For the professors, 56 percent still preferred to retire all at once. 
The preference for immediate retirement is probably an indication 
of the professors ability to find satisfactory substitutes for the satis-
factions obtained from work. It could be expected that people in their 
position would be exposed to more alternative sources of satisfaction 
than the average worker and hence, they should have a better opportunity 
to find meaningful substitutes for work. This is probably the reason for 
their being r elatively more willing to make a complete break with thei r 
job at the time of retirement. 
There is a possibility that men will prefer to retire gradually rela-
tively more often than women because , in many cases, the gradual retire-
me nt phase is a means of prolonging the work role and as was already dis-
cussed , men seem to want to retain their work status longer than women do . 
The hypothesis tested is that desire to retire gradually will vary with the 
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sex of the retiree. Stated in the null form: the tendency or desir e 
to retire gradually is not related to the sex of the retiree. The dat a 
used to test this are given in Table 27. The computed Chi Square value i s 
2.58 which is below the critical value of 3.84 and thus the null hypothe-
sis is not refuted . It was found earlier that actual participation in 
gradual retirement programs occurred relatively more frequently for men 
than for women (see Table 18). Therefore, it would appear that the op-
portunities for gradual retirement are somewhat more limited for women 
than for men and i t would probably be beneficial if these opportunities 
were expanded for women. In addition, the opportunity to retire gradually 
should probably be expanded for the entire group as several professor s 
indicated that they would have liked to retire gradually had they been 
given the chance. 
Table 27. Professors that retired gradually or wanted to by sex of the 
retiree 
Sex Retired gradually or wanted to Immediate Total 
Women 49 58 107 
Men 95 78 173 
Total 144 136 280 
x2 = 2 . 58 c.v. = 3 . 84 
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It was also tested to see if there were any significant differences 
in the desire for gradual retirement programs according to the level of 
education. Only men were tested since there were not sufficient data for 
women. The hypothesis to be tested is that tendency or desire to retire 
gradually will vary with the educational level of the retiree. The reason 
that this relationship might exist is that the professors with the higher 
level of educational attainment may have a stronger job attachment and 
subsequently try to prolong it through gradual retirement. The null hy-
pothesis is: tendency or desire to retire gradually is not related to 
the level of education. The data used to test this are given in Table 28. 
The computed Chi Square value is 3.59 which is below the critical value of 
3.84 and hence t he null hypothesis is not refuted. This lack of differen-
tiation for desired gradual retirement is consistent with actual practice 
as tested in Table 21 . 
Table 28. Male professors that retired gradually or wanted to by edu-
cational level of the retiree 
Educational level Retired gradually or wanted to Immediate Total 
Bachelor's and master's 35 39 99 
Doctor's 60 39 99 
Total 95 78 173 
x2 = 3.59 c.v. = 3.84 
\ 
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The desired starting age for gradual retirement is not significantly 
greater for either sex . It was found in Table 19 of the preceding chapter 
that the average starting date was later for women than for men. Con-
sequently , it was hypothesized that this same relationship would hold 
true for those who desired to retire gradually but were unable to do so . 
The null hypothesis is: desired starting age for men will be gr eater 
than or equal to the starting age for women. The data and results are 
presented in Table 29. The computed t value is -1.064 which is below the 
critical value of 1 . 674 and thus the null hypothesis is not refuted . 
Table 29 . Desired age for starting gradual retirement by sex of the 
retiree 
Sex x N s t c.v. 
Men 66.83 35 7 . 02 
-1. 064 1.674 
Women 65 . 10 20 2 . 31 
The average desired starting age of 66 . 2 is quite close to the mean 
age of 66.8 for those who actually did retire gradually and it appear s, 
therefore, that s ince the gradual programs are starting quite close to 
the desired age of those who were unable to participate it should be 
quite easy to extend the program to include them. The standard deviation 
of the desired age is also quite interesting in this case. It averages 
out to 5.3 and if two standard deviations are considered on either side of 
the mean, the range for desired starting age becomes 55 . 5 to 76.9 . 
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There are significant diffe r e nces in desired starting age for the 
different educational l evels. The hypothesis was tested that professors 
with a Ph.D. would have a later desired starting date than those with 
a bachelor' s or master's degree. The reason for this is the now familiar 
argument that those with the higher educational l evel will have the stronger 
work role values and hence will put off any form of r etirement longer 
than the ot hers. The null hypothes is i s: professors with bachelor ' s and 
master's deg r ees will have an equal or greater desired starting age for 
gradual r etirement than those with a Ph.D . The data used to test this 
are presented in Table 30. The computed t value is 2.017 which is above 
the critical value of 1.674 and therefor e the null hypothesis i s refuted. 
Professors with t he highest educational levels do indeed have a highe r 
des ired age for s tarting gradual retirement . 
Table 30 . Desired starting age for gradual r e tirement by educational 
level 
Educational level x N s t c.v. 
Bachelor ' s and Master's 64 . 69 29 6.46 
2 . 0173 1 . 674 
Doctor's 67 . 73 26 4.40 
The area of g radual retirement s hould be one where a greater degree 
of flexibility could be instituted . Whenever r e placements are reasonably 
available, it s hould be possible to allow a professor to retire gradually, 
starting at almost any age he desires . A completely open ended age may 
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not be as desirable, howeve r , since some may wish to continue indefinitely. 
At the opposite extreme, a professor should not be forced to retire 
gradually against his wishes . For some a halfway arrangement may be 
quite frustrating, as was discussed in Chapter 4, and there is no ap-
parent reason why a halfway arrangement should be necessary if the pro-
fessor does not des ire it. 
Al ong with the decision to r etire gradually comes the question of 
how large the load r eduction should be . This is an area that should 
probably be left to the individual's discretion as much as possible. It 
is conceivable that the reduction for teachers could range from having 
one less class a year all the way to j ust making guest lecture appear-
ances. The AAUP and the American Association of Colleges (AAC ) have 
r ecommended that gradual retirement should be undertaken through the in-
dividual's own initiative and that the amount of the reduction should be 
based on his individual desires (16, p. 29S) . In the fina l analysis, 
this is probably a workable solution provided that enough flexibility is 
allowed in the starting dates which should probably range from SS to per-
haps 70 or more . 
Reasons for Retiring 
In the previous chapte r it was found that 56 percent of the professors 
had been forced to retire as compared to 44 percent who had retired 
voluntarily. Of the involuntary retirees nearly all indicated that t he 
reason for their retirement was policy rul es . In all, 54 percent of these 
I 
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involuntary retirees had wanted to continue working longer . The feasibility 
of extending the age limitations to meet the des ires of the professors is 
a complete value judgement that must continue to be made by the individual 
colleges . Perhaps all that can be encouraged in this area is the attempt 
for more obje ctive and satisfactory methods for determining who is com-
petent and can be r e tained should further ext e nsions be allowed. 
nie voluntary r e tirees present a rathe r inte r esting group in that 
they us ually r e tired of their own free will and hence, their motives for re-
tiring can be analyzed. The desir e for l eisure was the predominant reason 
for vo luntary retirement as 49 pe rcent indicated that this was the pri-
mary reason . An additiona l 19 pe rcent indicated that health was the pri-
mary r eason and in a closely re lated area, lS pe rcent listed job pressures 
a s the main reason. The r e maining 18 perce nt were divided among a number 
of miscellaneous categories . The hig h proportion that r etired be cause of 
a des ire for leisure is particularly encourag ing since it is probably an 
indication that they felt they would be able to find suitab le satisfactions 
in r e tireme nt to replace the ones that went with work . 
It was hypothes i zed that reasons f or r etirement would vary with the 
sex of the retiree . Tile r eason for this is tha t men would probably ex-
perience dec lining hea lth at an earl ier age than women and consequently 
would have proportionate ly more in this category . The null hypothesis is: 
reason for voluntary retirement i s not related t o the s ex of the retiree . 
The data used to t es t this a r e presented in Table 31. The computed Chi 
Square value i s . 78 which is below the critical value of 7 . 81 and thus 
t he null hypothesis is not r efut ed. 
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Table 31. Reason for voluntary retirement by sex of the retiree 
Reason 
Health 
Desire for leisure 
Job pressures 
Other 
Total 
X2 = 78 . 
Male 
18 
41 
12 
16 
87 
Female Total 
12 30 
35 76 
11 23 
10 26 
68 155 
c.v. = 7.81 
Changes the Retirees Would Make in Their Retirement Process 
The retirees were asked what changes they would make in their retire-
ment process if they had the opportunity to do it over again. Their answers 
to this will be influenced both by how well the institution was able to 
meet their individual needs and also by their ability to make the required 
adjustments in retirement. It was found that 69 percent would not change 
their retirement process, that 5 percent would retire earlier, that 13 
percent would retire later, and that an additional 13 percent would retire 
gradually . It might be expected that relatively more men would be in the 
retire later group and the retire gradually group because of possible 
greater problems of adjustment for the male that were considered in the 
third chapter. The hypothesis to be tested is that changes desired by 
the individual will vary with the sex of the retiree. Stated in the null 
form : changes desired will not be related to the sex of the retiree. 
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The data a r e given in Table 32 . The computed Chi Square value i s 6 . 11 
which i s be low the critical va lue of 7. 81 and thus the null hypothesis i s 
not r efuted . 
Table 32 . Changes .desired by the sex of the r e tiree 
Changes desire d Male Fema l e Tota l 
No change 132 83 215 
Re tire ea rlie r 7 8 15 
Retire l ater or not at a ll 38 13 51 
Retire gradually 22 19 41 
Total 199 123 322 
x 2 = 6 . ll c.v . = 7 . 81 
It is pe rhaps noteworthy that such a high percentage of the pr ofessors 
a r e satis f ied with , or at l eas t would make no changes in, the ir retire -
ment process . In addition to the 69 percent that are satisfied, it should 
have been eas y to accommodate the 5 percent who wis h that they had r e tired 
earlie r . I t should a lso have been re l at i ve l y easy to make some allowance s 
fo r those who wanted to r e tire gradual ly, a lthough problems may a rise if 
the primary r eason for t hi s des ire is to extend the ir job beyond the fixed 
limits for full time work. The 13 percent that wi s h that the y had con-
tinued longer present the greatest problem area because of usual declining 
a bilities wi th advancing age a nd it beco~es quite questionab l e if the age 
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limits should be extended because of the desires of the individual. 
In summary, the retirement policies could probably be a great deal 
more flexible than they currently are in the areas of starting age and 
gradual retirement . This is particularly true for those who wish to re-
tire or go into gradual retirement ahead of the "normal" age. For those 
who wish to continue beyond the specified dates for retirement, the problem 
becomes much greater and, as yet, there does not appear to be a clear cut 
solution . 
Although several differences were found to exist between men and 
women and between educational levels, these differences are not large 
enough to merit special allowances in the retirement policy of the col-
leges. Despite the differences in means that occur for these subdivisi ons, 
the standard deviations are great enough to cause overlapping in the g r oups 
and consequently, a policy can not be developed to discriminate for aver-
age preferences without hurting some individuals. Instead, the differences 
should be used to indicate trends in preferences and needs of the sub-
divisions which can be a guide to understanding the different problems 
faced in the adjustment process. 
In addition to the timing of the retirement process, questions also 
arise over the types of pension plans that should be used by the colleges 
and also over the nature of connections that a college should maintain 
with their retired professors. These problem areas will be dealt with in 
the next two chapters. 
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CHAPTER VII. FINANCIAL ASPECTS OF RETIREMENT 
Perhaps the greatest potential source of discontentment for any retired 
person is inadequate financial provisions. Almost regardless of the type 
of position held, it is still rather difficult to save enough to adequately 
maintain one's standard of living in retirement. Factors that help ac-
count for this difficulty include the inflationary trend, the high rate of 
individual income taxes, and the pressure to achieve ever higher standards 
of living (2, p. 17). College professors are probably more fortunate 
than most retirees in that their r e latively high levels of income should 
have enabled them to save more adequately for their retirement. Still, re-
tirement does cut off their main source of income and adjustments are 
going to be needed . Some possible sources for taking up the slack include 
retirement funds, social security, investments, savings, and part time em-
ployment . 
The school retirement plans are of particular interest. The AAUP and 
AAC recommend that these plans should be sufficient when combined with 
social security, to provide a professor with disposable income equal to 
two-thirds of his former after tax income (16, p. 296) . Retirement plans 
have come to play such an important part in the employee's compensation 
that for 1967-68 employer payments to retirement and group insurance plans 
amounted to 8 .4 percent of the total compensation (11, p. 413). Of course, 
the total cost is still greater because of the employee contributions to 
the plans. 
Most colleges have some type of a faculty retirement plan. Greenough 
and King found that only 5 percent of the u.s. colleges did not have some 
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type of retirement plan (11, p. 413). An increasing majority of the 
colleges are using some combination of the Teachers Insurance and Annuity 
Associ a tion (TIAA) and College Retirement Equities Fund (CREF) plans (11, 
p. 422). 
Regardless of the type of plan finally selected, there are several 
important considerations which need to be kept in mind if a plan is to be 
equitable. The following items have been suggested by the AAUP and AAC 
(16, pp. 26-27). They feel a good retirement policy should be: (1) clear-
ly defined and understood by both the individual and the admini s tration , 
( 2) harmonized with social security and medicare, (3) flexible enough to 
allow mobility between institutions without loss of benefits, (4) revised 
regularly to meet new conditions as they arise, and (5) invested in the 
individual so that it is not forfei t ed with death or withdrawal from the 
institution. I f these basic recommendations are adhered to, the financial 
adju stments of the professors shoul d be much easier to make when the fina l 
time for retirement approaches . 
Sources of Income 
For purposes of ana l ysis, the professor's sources of income were 
broken down into five categories: insurance and annuities, employment, 
inves tments and savings, social secur ity, and other sources (mainly family 
assistance or r oyalties) . While it was not possible to determine a mean 
percentage of income from each of these sources, the percentage of pro-
fessors r eceiving income from a given source could be determined. All 
those that indicated that 10 percent or more of their income came from a 
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given source are included in the percentages for that item. Social se-
curity is the most common source of income for the professors as 95 per-
cent listed it as one of their sources. Investments and savings are 
second with 88 percent, insurance and annuities third with 80 percent, 
employment fourth with 24 percent and the miscellaneous category has 16 
percent. This ranking is quite similar with a 1963 s tudy on aging in 
Minnesota. That study involved retired people from urban or metropolitan 
areas. The only differences in the ranking of sources of income are in 
the last two categories . They found that the miscellaneous group is a 
more important source than employment. Otherwise, the ranking is the same 
(27, p. 98). 
It is possible that the importance of a source of income will vary 
according to the sex of the retiree and according to the retirees level 
of education. To test for the first of these possibilities, a Chi Square 
test was us ed to test the hypothesis that frequencies of sources of income 
will vary with the sex of the retiree. The null hypothesis is : frequencies 
of sources of income will not be related to the sex of the retiree. The 
data are given in Table 33. The computed Chi Square value is 12 . 84 which 
is above the critical value of 9.49 and therefore the null hypothesis is 
refuted . Examination of the data reveal that men are relative ly more 
likely than women to list employment as a source of income (31 to 12 per-
cent) and that women are more likely to list insurance and annuities, and 
savings and inves tments than men are (84 to 77 and 93 to 86 percent, 
respectively). There is no appreciable difference for men and women between 
the social security or the miscellaneous categories . 
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Table 33. Frequencies of sources of income by sex of the r etiree 
Source Men Women Total 
I nsurance and annuities 162 103 265 
Employment 66 15 81 
Investments and savings 180 114 294 
Social security 202 113 315 
Other 36 18 54 
Total 646 363 1009a 
x2 = 12 . 84 c. v . = 9 . 49 
aMultiple responses we re allowed. 
The diffe r e nce in the f r equency of employment is particu l arly i n-
t e resting . This could be attributab l e to eithe r desir e for f urther work 
or to the ability t o find further work . Des ire and need fo r further em-
ployment will be deal t wi t h l ater a nd the ana l ys i s s hould indica te whi ch 
of the above me ntioned effects is the dominant factor in determining the 
difference in employment . Further examination of the data r eveal that the 
respondent s averaged about three sources of income each . This dive rsif ica-
tion s hould be helpful for making a djustments to changing conditions and 
risk associated with future income shoul d be l essened . 
To de termine if the r e are significant differences according to the 
leve l of educa tion, the hypothesis tha t frequencies of the sources of in-
come would vary according to the l evel of education of t he r etiree was 
tes ted . The null hypothesis i s : freque ncies of the sources of income are 
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not related to the level of education of the r e tiree. The data are given 
in Table 34 . The computed Chi Square value is 8 .79 which is below t he 
critical value of 9 .49 and thus the null hypothesis is not refuted . It 
can be concluded that the sources of income are independe nt of the re-
tirees l evel of education . 
Table 34. Frequencies of sources of income by l evel of education of 
the r e tiree 
Source Bachelor' s + Master's Doctor's Total 
lnsurance a nd annuit i es 148 117 265 
Employme nt 31 48 79 
Investme nts and savings 163 131 294 
Social security 181 134 315 
Othe r 29 24 53 
Total 552 454 1006 
x2 = 8 . 79 c.v. = 9 . 49 
F i nancial Needs 
Rega r dless of the sources of income, ques ti ons still arise over the 
adequacy of the total sum. The analysis of this section, the refore, will 
deal with the adequacy of the professor' s financial provis ions. One of 
the factors most certain to influence a retiree's finances i s the numbe r 
of dependents that .he has . The division between men and women in th is 
area is fully as s harp as it was for marital status . Only 8 percent of 
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the women indicated that they had a dependent. This contrasts to 86 per-
cent for men , most of which would be their wives. Of the men only 5 per-
cent had more than one dependent and none of the women indicated that they 
ha d mor e tha n one . The effect of this will probably vary with the in-
dividual. In some cases the dependent may be a true financial burden 
but in other cases may provide additional sources of income. These ad-
ditional sou rces of income could be fairly sizeable , particularly if tha t 
dependent is eligible for social security or other pens ions . In addition, 
the tax exemptions allowed for dependents can be quite beneficial. About 
the only conclusion t hat can be reached is that the ne t effect will vary 
from one family to another. 
In cons idering the adequacy of fi nancial provisions, one area of 
prime importance concerns the ability of school retirement funds t ogether 
with social security to mee t the financia l needs of the professors. Con-
sequently, the respondents we r e asked if they could live on their school 
r etir ement fu nds and social security alone . It should be emphasized that 
this is "l i ve" and does not mean that they would maintain the ir present 
standard of living. Only 31 percent indicated that it would be possible 
for them to live on these two sources of income alone . It would appear 
that the provisions of school retirement f unds and soci a l security are 
f a lling far s hort of the goa l s set by the AAUP and AAC which a r e that these 
two sources should amount to two-thirds of the professor's preretirement 
income . It should be expected that far more professor s would be able to 
live on two-thirds of their preretirement income than 31 percent. To see 
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if these t wo sources of income meet the needs of some groups of individuals 
better than others, tests were run for significant differences based on 
sex, level of education, and type of college r e tired from. 
There is a possibility of a r elationship based on the sex of the re-
tiree because of different needs a nd also because of the differences in 
the number of dependents, discus sed earlier. The hypothesis was tested 
that indicated possibility of living on school retirement and social 
security funds will vary with the sex of the retiree . The null hypothesis 
is: indicated possibility of living on school retireme nt and soci a l 
s e curity funds is not re lated to the sex of the retiree. The data are 
given in Table 35. The computed Chi Square value is .062 which is below 
the critical value of 3.84 and thus the null hypothesis i s not r efuted. 
Table 35. Indicated poss ibility of l iving on school retirement funds and 
social security by the sex of the retiree 
Possible Male Female Total 
Yes 64 100 
No 136 84 220 
Total 200 120 320 
x2 = . 06 c.v. = 3.84 
The normal diffe rences in sal ary between a professor with a bachelor's 
or master ' s deg ree and one with a Ph. D. present some interesting implica-
tions . According to Milton Friedman's pe rmanent income hypothesis, which 
implies that consumption will be based on long run income status (9), 
66 
professors with the h i gher preretirement earnings shoul d continue to con-
sume at higher leve ls in r etirement. The r efor e, if it is assumed that 
professor s with the higher l evels of education have the higher salary 
those professors s hould a l so have the greatest difficulty living on t heir 
school r e tirement and socia l sec rity income . To de termine if this r e-
lationship does exist, the hypothesis that indicat ed possibility of living 
on school r et irement and social security funds var i es with ~ducational 
l evel was tested . State d in the null form: indicated possibility of 
living on school r e tirement and social security funds is not related t o 
educational l evel . The data are given i n Table 36 . The computed Chi Square 
va l ue is 3.94 which is a bove the critical value of 3.84 and therefor e t he 
null hypothesis is r efuted. Of the professor s with bachelor ' s or mas t er's 
degrees , 36 perce nt indicated that they could live on the i r s chool r e-
tirement and social security f unds as compared to 25 per cent f or t hos e 
wi th Ph . D. 's. 
Table 36. Indicated possibility of living on school reti rement and soci al 
security funds by educational l evel of the r etiree 
Possible Bachelor' s + Maste r's Doctor ' s Total 
Yes 64 36 1 00 
No 113 107 220 
Total 17 7 143 320 
x 2 = 3 . 94 c.v. = 3 . 84 
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An additional possible source of variation could come from the type 
of college retired from. If the adequacy of r et irement plans varies with 
the type of school it should s how up in t he responses of those who indi-
cate if they can or can not live on those retirement f unds . The hypothesis 
was tested that indicated ability to live on school retire ment and social 
security f unds will vary with the type of col l ege retir ed from . Sta ted 
in the null form: indicated ability will not be related to the type of 
college retired f r om. The data are given in Table 37 . The computed Chi 
Square value is . 53 which is below the critical value of 5.99 and thus the 
null hypothesis is not refuted. Therefore, it appears that there are no 
s ubstant ial differences in the adequacy of the retirement plans according 
to the type of college. 
Table 37 . Indicated possibility of living on school r etirement and social 
security funds by the type of college retired from 
Type of college Possible Not possible Total 
Large state 57 119 176 
Small state 20 52 72 
Private 23 49 72 
Total 100 220 320 
x2 = . 53 c.v. = S. 99 
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An important aspect of planning for retirement involves anticipating 
futur e retireme nt needs. If the individual can accurately estimlte his 
financial needs for retirement he can make allowances wh ile s till em-
ployed and also prepare himself for the adjustments to his s tyle of living 
t hat he will have to make. It i s encouraging to note that 55 percent of 
t he professors were able to accurately estimate their retirement needs 
and, in addition, 13 pe rcent indicated that their financial needs wer e 
less than t hey antic ipated . However, 35 percent indicated that their 
needs are greater than anticipated and it could be expected that these 
people will be among those having the most difficulty adjusting to reti re-
ment. 
To see if there are any differences influenced by the sex of the re-
tiree, the hypothesis was tested that ability to predict r e tirement needs 
would vary with the sex of t he retiree . A variation might be expected 
because of the differ ent needs and different type of family structures for 
men and women t hat was discussed earlier . The null hypothesis is: 
ability to estimate retirement needs is not related t o sex of the r e tiree. 
The data a re given in Table 38 . The computed Chi Square value i s .57 
which is bel ow the critical value of 5 . 99 and thus the null hypothes is is 
not refute d. There i s no apparent difference in the ability to estimat e 
retirement needs based on the sex of the retiree. 
A fina l indica tion of how well the professors ' incomes meet their 
retirement needs is provided by the number indicating that they had to 
find employment for financia l reasons. Again it is quite e ncour aging to 
note that only 12 percent indicated that they had to go back to work. 
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Table 38 . Abili ty t o estimate financial needs by the sex of the retiree 
Needs 
Greate r 
Less 
Equal 
Total 
x2 = .57 
Male 
6 5 
28 
108 
201 
Female 
c.v. = 5 . 99 
38 
14 
70 
122 
Total 
103 
42 
178 
323 
It was tested to see if there are significant differences in this need 
to go back to work based on the sex of the retiree. The hypothesis was 
tested that f inancial necessity of continued empl oyme nt varies with the 
sex of the r e tiree . The r eason for this is that the diffe rences in family 
structure and number of dependents may present varying financial needs . 
The null hypothesis is: necessity of continued employment is not related 
to the sex of the retiree . The data are given i n Table 39. The computed 
Chi Square value is 3 . 86 which i s above the critical value of 3.84 and 
therefore the null hypothesis is r efuted. Of the me n, 15 pe rcent have 
found it necessary to go back to work as compared t o 7 percent of the women . 
Probably the male's greater number of dependents is the dominating reason 
for the difference. Referring back to Table 33 where it was found that 
me n were more likely to list employment as a source of income, it now be-
comes appa r ent that at least part of this is based on f inancial need. 
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Table 39. Employment financially necessary by the sex of the retiree 
Sex 
Men 
Women 
Total 
x2 = 3.86 
Necessary 
29 
8 
37 
Not necessary 
171 
11 3 
284 
c.v. = 3.84 
Tota l 
200 
121 
321 
Differe nt l evels of education may also influence t he need to work for 
financial reasons. As was shown before , professors with a Ph.D . indicated 
relatively more ofte n than the others tha t t hey could not live on their 
school r etirement and social security funds alone . Therefore, it is pos-
sible that they would also feel that they had to work for financial reasons 
more often. The hypothesis was t ested that necess ity to continue employ-
ment varies with the educational level of the retiree . The null hypothesis 
is: necessity to continue empl oyment is no~ related to the sex of the re -
tiree. The data are presented in Table 40a. The computed Chi Squa r e val ue 
is 1.51 which is below the critical value of 3. 84 and thus the null hy-
pothesis is not refuted. Apparent ly the differe nces found earlier have 
been compensate d for by other financial provisions. 
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Table 40a . Employment financially necessary by the educational level of 
the retiree 
Leve l of education Necessary Not necessa r y Total 
Bachelor's and master's 18 164 182 
Doctor's 19 120 139 
Tota l 37 284 32 1 
x2 = 1.51 c.v. = 3. 84 
In summary , it appears that the retired professors are in a fairly 
good financial position . Only 12 percent indicated that they had to find 
employment for financial reasons. However, this does not me an that the 
financial arrange me nts are ent irely satisfactory . It is quite possible 
that a sizeabl e number of the professors had to r educe the ir standard of 
living upon r et irement and this could have been a deg rading experi e nce for 
ma ny. It seems evident that the provisions of soc ial security together 
with school r e tirement funds are inadequate . Only 31 percent of the pro-
fessors indicated that they could live on these sources of income alone 
and it appea r s that these two sources do not s ucceed in supplying the pro-
fesso r s with at l east two-thirds of their preretirement income, as t he 
statement on r etirement goals by the AAUP and AAC indicated it should. 
It was found that professors with Ph. O.' s would have a harder time 
living on just the ir school retirement and soci al security funds than those 
with bache l or ' s or master's degrees. There is not a s ignificant differ e nce 
fo r men as compared t o wome n in the ability to live on these funds. How-
ever, men did f ind it necessary to gain employment for financial reasons 
mor e often than women. 
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CHAPTER VIII . RETIREMENT ACTIVITIES OF TilE PROFESSORS 
The one thing that a person is likely to have the most of during 
his reti re ment is free time. For many r e tirees , the g r eatest problem 
that the y will face will be having to find new ways of using this leisure 
time . This chapter will ana l yze how coll ege professors have made use of 
this increase in free time and wil l a l so examine some of the changes in 
activities that retirement brought about. 
The adjustment to additional free time can be facilitated greatly if 
the individual will, while still employed , seek out a variety of avocation-
al skills and activities t o absorb his time and i nterest once his retire-
ment begins (7, p . 149) . As was mentioned before, professors a r e in an 
ideal s i t uat ion f or following through on this s ugges tion. The ir rather 
broad backgr ound and constant exposure to new ideas should pr ovide them 
with several a lte rnative inte r ests t hat they can follow up on in retirement . 
Besides finding new inte rests , a retiree may a l so i ncr ease the time he 
spends in doing his remaining activities . I t seems that individuals allow 
jobs to expand to fill the time ava ilable and that the l ess they have to 
do the longer they will take to do it (S , p. 23) . Consequently, much of 
their free time can be consumed in this manner . 
In addition to the outward adjustments, the individual will often 
have to make inner adjustments as we ll . Dixon poi nts ou t that many in-
dividuals develop a defe nsive mechanism des i gned t o protect their feelings 
of self-es t eem and importance. Through this the retired individual tends 
to emphasize the importance of his new activities, at least to himself, 
and this gives him a feeling of usefulness (5, p. 23) . 
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Pa rticipation in Commu nity ~ ffa irs 
One area wher e r etired profess ors ca n usually f i nd new opportunities 
t~ be us e f ul i s in the area of volunteer services and community activities . 
The satis factions resulting fo r t he individua l who pe rforms these volun-
tee r services ca n be quite self- f ul f illing a nd r ewarding (7, p . 144) . Un-
fortuna t e l y , work provides much of t he s tructura l s upport for community 
invol veme nt a nd once r e tire ment beg i nb t his support i s broke n down (2 8 , 
pp. 73- 74). Simpson f ound , howeve r , that s ta tus and orde rliness of work 
h i s t or y we r e positive l y r e lated t o high involve ment i n r et i r eme nt so that 
t he effect of loss of work connection~ would be l a rgel y off se t f or the col-
lege prof essor (2 8 , pp. 73-74). Doerf linger a nd Baude r have f ound similar 
r esults in their s tudies . The ir work class ifie d peopl e into five cate-
gories : self-empl oyed profess i ona ls, sa l a ried profess ionals, me rchants, 
f actory worke rs, and farmer s . They f ound that the professiona l workers 
we r e the most active in formal as s oci a t ion af f a irs ( 6, p . 157). They also 
found tha t the two professional groups wer e much mor e a ctive than the 
othe r s i n participation in the solution of community problems (6 , p. 181) . 
The r efor e , professor s probably do no t expe rience t oo g r ea t a de c l ine in 
community activities whe n they re tire as compare d t o othe r groups . 
In orde r t o find out how invol veme nt in communi t y activities is af-
fected by r etirement, the qu es t i on was aske d i f t he r e tirees experienced 
a decline in the ir community activi ties af t er they had retired. In all, 
37 perce nt i ndicated that t hey ha d experi enced a decline and 63 percent 
ind i ca t ed that they had not- - in fact many of t hose in the latte r g roup 
indica t ed that their participation had actually increased. It i s regret-
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tabl e that such a la r ge pe rce ntage did exper i ence a decline . It is more 
than just a loss of possible satisfactions for the retiree ; the community 
i s als o los ing the benefits of their services. There appears to be a 
failure on the part of the community t o take advantage of the abilities 
of these older people--assuming that the y a r e willing to provide the 
services . Not only does the r e tired person have the time to do some of 
these community activities, but he also i s in a unique financia l position 
of hav ing his various r etire ment funds to support him while he does volun-
t eer work. A pe r son who i s not on s ocial security or does not have other 
automatic benefits coming in can seld om afford t o devote much time t o 
volunteer work and consequently, someone in the pos ition of the re tiree is 
needed . 
The r e i s a possibility that there are s i gnificant differences in the 
r e lative decline in community activities based on the sex of the r e tiree . 
This diffe rence could r esult from diffe rent motiva tions for the two sexes 
or could resu lt from participation in diffe re nt types of activities which 
have a variance in their dependence on work connections . The hypothes is 
was t es t ed tha t rate of decline of participation in community activities 
will vary with the sex of the retire e . Stated in the null form : rate of 
dec line i s not related t o the s ex of the retiree. The data are g iven in 
Table 40b. The computed Chi Square value i s 2.49 which is be lCM the criti-
ca l value of 3.84 and thus the null hypothesis is not r efu t ed. Decline 
in pa rticipation is independent of the sex of the retiree . 
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Table 40b . Rate of decline in participation in community activities by 
s e x of the retiree 
Sex Declined Did not decline Total 
Male 86 116 202 
Female 40 81 121 
Total 126 197 323 
x2 = 2.49 c.v . = 3.84 
The study by Simpson, mentione d earli er, s tated that involvement 
during retirement was positively related to status along with orderliness 
of work history. Therefore, we could expect that professors with Ph . D.'s 
would have a lower rate of decl i ne than those with bachelor's or master's 
degrees because of their usual greater status . To find out if this re-
lationship does exist, the hypothesis that rate of decline varies with 
the l eve l of educational attainme nt was t ested. The null hypothesis is: 
rate of decline i s not related to educationa l level. The data are given 
in Table 41 . The computed Chi Square value is 7.29 which is above the 
critical value of 3.84 and the re fore the null hypothesis is re futed . 
The ·professors with Ph.D.'s actually do experience a lower rate of decline . 
Only 30 pe rcent indicated that their participation had declined compared 
with 46 perce nt for those with bachelor's and master's degrees. It is 
probably fortunate for the community that those with the higher levels of 
education do continue to participate relatively more often as they should 
have the g r eater skill leve l s and he nce , be more valuable to the community . 
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Tabl e 41 . Rate of decline in communi ty participation by educat i onal 
level 
Educational level Declined Did not decline Tota l 
Bachelor's and master's 84 100 184 
Doctor's 42 97 139 
Total 126 197 323 
x2 = 7 . 29 c. v. = 3.84 
Another indication of community i nvolvement is provided by the number 
working as specialis ts or advi sors in the ir community . Both t hose who are 
volunteering their services and those who are receiving compensation are 
included in this aspect . Altogether , 26 percent indicated that they are 
serving in t his capacity . This seems to be a fairly high per centage i n 
view of the relative sca rcity of these positions . It is also an indi-
cation that the community wants people with the skills and education that 
the professors have for these positions. 
It could be expected that the number working in these positions would 
va ry with the sex of the retiree. This variance would probably result from 
both employer• s prefer ences and from diffe r ences in the desire for further 
work. To see if this relationship exi sts the hypothesis that the number 
working as specialists or advisors in the community will vary with the sex 
of the retiree was tested. Stated in the null form: number working as 
spec i alists or advisors to the communi ty is not related to the sex of 
the retiree . The data are given in Table 42 . The computed Chi Squa r e 
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value is 3 . 87 which is above the critical value of 3 . 84 and therefore the 
null hypothesis is refuted. Examination of the data show that men are more 
likely to serve as specialists or advisors in the community. Men had a 
participation rate of 30 percent as compared to only 19 percent for women . 
Table 42. Number working as specialists or advisors in the community by 
the sex of the retiree 
Sex WMk Do not work Total 
Male 58 138 196 
Female 23 98 121 
Total 81 236 317 
x2 = 3.87 c.v. = 3 . 84 
The r e is a possibility that demand for advisors or specialists with 
Ph.D . 's i s greater than that for those with lesser degrees . Consequently, 
the hypothesis was tested that number working as specialists or advisors 
will va r y with the l evel of education of the retiree . Stated in the null 
form: level of education and number working as advisors or specialists 
is not related. The data are given in Table 43. The computed Chi Square 
value is . 04 which is below the critical value of 3 . 84 and thus the null 
hypothesis is not refuted. 
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Table 43. Numbe r working as specialists or a dvisors in the community by 
the educational l evel of the r etiree 
Educational l evel Work Do not work Total 
Bachelor' s and master's 47 132 179 
Doctor's 34 104 138 
Total 81 236 317 
x2 = • 04 c.v • = 3.84 
Participat i on in Academic Affairs 
In addition to participation in community services, the r e tired pro-
fessor may still be able to maintain connections with the college he worked 
for and with the academic community in general . In many cases the se con-
nections can be deve loped t o provide new interes ts and additional ways of 
satisfactorily occupying time. These connec tions may range all the way 
from mere social functions to a basis for part time employment. Much of 
the initiative for deve l oping a nd encouraging these connections lies with 
the col lege . The AAUP and ACC recommend that colleges make it a matter of 
policy t o help the retired faculty members remain a part of the institution . 
They r ecommend that the colleges s houl d provide their retired personnel 
with s uch facilities as library privileges, office space , faculty club 
membership, the institution ' s publications , secretarial help, laboratory 
rights, and participation in convocations and processions (16, p. 296) . 
The provision of these facilities and services will allow the individual 
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to keep up with new developments in his area, thus keeping him mentally 
active, and it will allow him to do further research and writing if he 
so desires. This, subsequently, could easily turn into a sizeable benefit 
for both society and the individual. Hall, in his work with retired ex-
ecutives, found that the provision of similar items to retired executives 
was very helpful to the individual and the company as well since it con-
tributed greatly to satisfaction and good will (13, p. 129). 
To determine the extent to which the college and the individual main-
tained these contacts, the question was asked if the retiree maintained 
any connections with the college he retired from. It was left to the in-
dividual to determine what connections entailed . In all , 75 percent in-
dicated that they maintain some form of connections with their retiring 
college. Such a sizeable majority would seem to indicate that the oppor-
tunity was probably there for the others as well and that in those cases 
it was the individual who did not wish to maintain them. The possibility 
was investigated that there might be significant variations in the rate 
at which connections are maintained which are influenced by the sex of 
the retiree, educational level, and type of college retired from. 
The hypothesis used to test for the first of these possibilities is 
that the rate at which connections are maintained will vary with the sex 
of the retiree. Stated in the null form : rate at which connections are 
maintained is not r elated to the sex of the retiree. The data are given 
in Table 44. The computed Chi Square value is 2 . 00 which is below the 
critical value of 3.84 and thus the null hypothesis is not refuted. It 
can be assumed that the rate at which connections are maintained is in-
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Table 44 . Rate at which connections are ma intained by t he sex of the 
retiree 
Sex Have connections Do not have connections Total 
Male 139 53 192 
Female 90 24 114 
Total 229 77 306 
x2 = 2 . 00 c.v. = 3. 84 
dependent of the sex of the r etiree. 
Diffe rences based on educational l evel was t ested by the hypothesis 
that rate at wh i ch connec tions are mainta ined will be influe nced by the 
educationa l level of the r e tiree . Stated in the null form : educational 
level and rate at which connections are maintained are not related. Tile 
data are given in Table 45 . The computed Chi Square value of . 04 is be-
low the critical value of 3 . 84 and thus the null hypothesis is not r e futed. 
Maintained connections are also independent of educational l evel . 
Table 45 . Rate at which connections are maint ained by educationa l level 
Educationa l l~vel Have connections Do not have connections Total 
Bachelor ' s and master's 133 45 178 
Doctor's 96 32 12 8 
Total 229 77 306 
x2 = . 04 c. v. = 3 . 84 
' • 
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To see if one type of school is more effective than the other s in 
maintaining these connections, the hypothes is was tested that rate at 
which connections are maintained will vary with the type of college 
r e tire d from. Stated in the null form : rate at which connections are 
maintained is not related t o t he type of college retired from. The data 
a re given in Table 46 . The computed Chi Square value of . 84 is below the 
critical value of 5 . 99 and thus the null hypothesis is not refuted . The 
insignificance of this relationship was hinted at earlier because of the 
high majority maintaining connections. This t est is consistent with that 
assumption. It now appear s that the rate at which connections are main-
tained is indepe ndent of everything except individual desires . 
Table 46. Rate at which connections a r e maintained by the type of s chool 
retired from 
Type of school Have connections Do not have connections Total 
La r ge s tate 128 40 168 
Small state 48 20 68 
Private 53 17 70 
Total 229 77 306 
x 2 = . ~4 c.v. = 5 . 99 
The connections that are maintaine d with the college may often be 
the base the r etir ee needs for keeping up with new developments in his area. 
Of cour se, the individual may keep up with new developments on his own as 
well . I n any event, keepi ng up with new developments can also provide a 
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sat i sfactory means for occupying the r e tir ees time . It was found that 
82 percent of the professor s tried to keep u p with new developments. This 
could be interpreted as a sign of the inte r est that professors have in 
their work and field of knowledge. When the percentage of t hose that try 
to keep up with the new developments i s this high it would appear that the 
professors are indeed interes t ed in their past work and that they have not 
grown a pat hetic in their ret irement . 
It might be expected tha t this inte r est , or whateve r other motiva-
tion there might be for keeping up, would va r y with differe nt needs , de -
sires, or inte r es t s of indiv idual s which, in turn, could be influenced by 
the sex of the r etir ee or e duca tional level . First, to test for the in-
fl ue nce of the sex of the r e tiree, the hypothesis that the numbe r keeping 
up with deve l opment s in their area will vary with the sex of the r e tiree 
was tested. Stated in the null fo rm: number keeping up with new develop-
ments is not r elated to the sex of the retiree. The data are given in 
Table 47 . The computed Chi Square value of .72 i s be low the critical 
value of 3 . 84 and thus the null hypothes is i s not r efuted . The number 
keeping up with new developments i s independent of the sex of the retiree. 
Ta ble 47 . Number keeping up with new de ve lopme nts by t~ sex of the r e tiree 
Sex Keep up So not keep up Total 
Male 170 33 203 
Female 96 25 121 
Total 266 58 324 
r = .72 c.v . = 3.84 
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To find out if the level of education has an influence, t he hypothesis 
that number keeping up with new developments will vary with the level of 
education of the retiree was tested. Stated in the null form: number 
keeping up is not related to the level of education. The data are given 
in Table 48 . The computed Chi Square value of 4 . 67 is above the critical 
value of 3.84 and therefore the null hypothesis is refuted. Examination 
of the data reveal that those with Ph.D.' s are more likely to keep up with 
the new developments in their area; 87 percent of them kept up as compared 
to 78 percent for those with a bachelor's or master ' s. Perhaps the same 
motivation which caused the Ph.D . 's to pursue their higher degree applies 
to their greater interest in keeping up with new developments . 
Table 48 . Number keeping up with new developments by educational level 
Educational level Keep up Do not keep up Total 
Bachelor's and master's 145 40 185 
Doctor ' s 121 18 139 
Total 266 58 324 
x2 = 4. 67 c.v. = 3.84 
An extension of keeping up with new developments would be doing re-
search or writing. The twin areas of research and writing can prove to 
be both inte llectually satisfying and financially rewarding for the retiree. 
It appears that this is a widely us ed outlet for many professors as 32 
percent indicated that they were doing either research or writing. This 
rather high percentage i s encouraging for it indicates that the professors 
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a re probably stil l making useful contributions to the academic world and, 
at the s ame time , they are maintaining their interest in their particular 
fiel d. 
There is a possibility that men will be more inte rested in doing re-
s earch or writ i ng because it is, after all, basically an extension of the 
work r o l e and it was found earlier that men are more inclined to try to 
preserve this than women are. Consequently, the hypothesis was tested 
that the number doing research or writing will va ry with the sex of the 
retiree . Stated in t he null form: number e ngaged in r esearch or writing 
will not be r elat ed to the sex of the r etiree . The data are given in 
Table 49 . The computed Chi Square value of 4 . 11 is above the critical 
value of 3.84 and the r efore the null hypothes is is refuted. More men 
actually a r e doing research or writing; 36 pe rcent of the males were so 
e ngaged as compared to 25 percent of the females. 
Table 49. Number doing research or writing by the sex of the retiree 
Sex 
Male 
Female 
Total 
x2 = 4.11 
Do write 
75 
31 
106 
Do not write Total 
131 206 
93 124 
22 4 330 
c.v. = 3.84 
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Another factor which will probably influence the number participating 
in research or writing is the educational level. It could be expected 
that those with the Ph.D.'s would be more active in this area for reasons 
s imilar to their greater interest in keeping up with new developments 
that was found significant earlier. To see if this relationship does exist 
the hypothesis that number doing research or writing will vary with edu-
cational level was tested. Men and women were tested separately . The 
null hypothesis i s : rrumber engaged in research or writing is not relate d 
to educational l evel . The data are given in Tables 50 and 51. The com-
puted Chi Square values are 20 .69 for men and .62 for women as compared 
to a critical value of 3.84. Therefore, the null hypothesis is refuted 
for men but not for women. For men, the difference was quite large as 
49 pe rcent of the Ph.D.'s indicated they were engaged in research or writ-
ing as compared to 19 percent for the bachelor's and master's. The fact 
that the dif ferences are significant for men but not for women is quite 
interesting. It could, pe rhaps , be speculated that women are working in 
less technical fields where the level of education might not be as import-
ant a factor. 
Table SO. Numbe r doing research or writing by the level of education 
for men 
Level of e ducation Do write Do not write Total 
Bachelor's and master's 17 71 88 
Doctor's 58 60 11 8 
Total 75 131 206 
x2 = 20 .69 c.v. = 3.84 
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Table 51. Numbe r doing research or writing by the level of education 
for women 
Level of education Do write Do not write Total 
Ba che l or' s a nd master's 24 76 100 
Doctor's 7 17 24 
Total 31 93 124 
i2 = • 62 c. v. = 3. 84 
It might also be expected that participation in r esea rch and writing 
activities would be related to amount of these activities done while fully 
employe d r e lative to classroom t eaching. It wou l d seem likely that those 
who had specialized in r esearch related ac tivities while employed would 
fi nd it easier to continue and would be more inte r ested in doing it than 
those who had concentrated on teaching. Consequently, the hypothes i s was 
tested that number engaged in research or writing will vary according to 
t he time spent in r esearch r e l ated activities relative to teaching while 
f ully employed. Stated in the null form: number doing research will not 
be related to the r esearch-teaching ratio. The data a r e given in Table 52 . 
The computed Chi Square value of 1 . 02 is below the critical value of 3.84 
a nd thus the null hypothesis is not refuted . Teachers appear to do j ust 
as much r esearch and writing in r et irement as those who had specialized 
in r esearch related activities . 
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Table 52. Number doing r esearch or writing by time spent in r esearch 
r elated activities relative to teaching prior to retirement 
Research versus t eaching Do write Do not write Total 
Primarily r esearch 32 79 111 
Primarily t eaching 73 144 217 
Total 105 223 328 
x2 = 1. 02 c.v. = 3 . 84 
Use of Additional Time 
Community and academic affairs are unlikely t o completely a bsorb the 
retiree•s entire surplus of free time . Conseque ntly, other areas have to 
be explored in conjunction with these two areas. Othe r areas which can be 
expanded to consume mor e time include : relaxation (social activities, 
'IV, conversation, hobbies etc . ), sport s and exercise , and other employment . 
Together with community and acade mic affairs these a reas were analyzed to 
determine how the retiree used the time he had formerly spent on the job. 
Time s pent in each of these areas was t a bulated according to the number 
of respondents who indicated that they spe nt 10 percent or more of their 
time, that had f ormerly been used in working, in the give n area. 
The mos t f r equently listed s ource of activity i s relaxation . Ninety 
percent indicated that they spent some of their additional time in this 
area . The second most frequent source is reading, research, and writing 
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with 74 percent, third is community activities with SS percent, fourth 
is sports and exercise with 40 percent , and fifth is paid employment with 
29 percent. 
In line with the differences observed in the many other areas that 
were based on the sex of the r e tiree, it could be expected that there 
would also be differences in the way they would appropriate their free 
time when the additional sources a r e considered. To test for this, the 
hypothesis that frequencies of the sources of new activities will vary 
with the sex of the retiree was tested . Stated in the null form : fre-
quencies will not be related to the sex of the retiree. The data are given 
in Table S3 . The computed Chi Square value of 14.10 is above the critical 
value of 9 . 49 and therefore the null hypothesis is refuted . Examination 
of the data reveal that more men than women use a part of their increase 
in free time for other employment (35 to 16 pe rcent, r es pectively) and 
for sports and exercise (4S to 26 percent, respectively). Women a r e more 
likely to use the time in community activities than men are (60 to 49 
percent, respectively). Frequencies for the other two areas are quite 
similar . 
Table S3 . Frequencies of the sources of new activities by the sex of 
the retiree 
Source Male Female Total 
Reading, research and writing 122 66 188 
Employment 60 lS 7S 
Community activities 84 S7 141 
Re laxation 14S 84 229 
Sports and exercise 77 25 102 
Total 
x2 = 
488 247 73S 
14.10 c. v. = 9.49 
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Another activity that can result in a considerable expenditure of time 
for the retiree is the r elocation of his home upon retirement. The setting 
up of a new home always results in new experi ences for the individual. For 
the retired person this can be expanded into many hours of preparation and 
s ubsequent creative deve lopment. The numbe r who do relocate af ter r e-
tirement also provides a clue to the overall mobility of t he retired pro-
fessors and will have some implications for those who desire additional 
work , which will be studied in the next chapter. 
In all, 27 percent of the professors ind ica t ed that they had moved or 
plan t o move s ince they ret ired . Because of its important effect on the 
lives of the individuals who do move , an analysis was made to de termine 
the reasons fo r their moving and also to see if there is a tendency for 
one sex to r elocate more than the other . 
It will first be tested to see if there is a significant difference 
in the tendency of the two sexes to move . The hypothesis tested to de-
termine this is that the tendency to r e locate is r e lated to the sex of 
the retiree. Stated in the null form: the tendency to r e locate is not 
related t o the sex of the retiree. The data are given in Table 54. The 
computed Chi Square value is 4.51 which is above the critical value of 
3.84 and therefore the null hypothesi s is r efuted. Examination of the data 
reveal that women are more likely t o relocate than men by a difference of 
33 to 23 percent, respectively. The reason that women tend to relocate 
more often than men appears to be explained by the reasons given for 
moving which will be examined next. 
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Table 54. Tendency to relocate by the sex of the retiree 
Sex 
Male 
Female 
Total 
X2 = 4 51 . 
Did relocate 
so 
4 2 
92 
Did not reloca te 
164 
84 
126 
c.v. = 3.84 
Total 
2 14 
126 
340 
The reasons for moving were divided into the categories of : proximity 
of family, health, climate, and miscellaneous r easons. The desire to be 
near one's family is the most common reason for relocation after r etire-
ment as 54 pe rcent indicated that they moved for this r e ason. Another 20 
percent indicated t ha t they moved in order t o get t o a bette r climate 
and 8 percent indicated that they moved for t heir health. The r emaining 
18 percent moved for miscellaneous reasons chief among which was probably 
the oppor tunity for additional empl oyment . 
To de t ermine if there are significant differences in the reasons for 
relocating due to the sex of the retiree, the data had to be combined into 
j ust two categor i es because of insufficient r esponses . The categories of 
hea lth and climate will be combined because they a r e probably quite closely 
related a nd the mis ce llaneous gr oup will be dropped . The hypothesi s used 
to test for differ e nces in these t wo responses i s that the reason for re-
location wil l vary with the sex of the retiree. Stated i n the null form: 
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reason for relocation is not related to the sex of the retiree. The data 
are given in Table SS. The computed Chi Square value is 11.21 which is 
above the critical value of 3.84 and therefore the null hypothesis is 
refuted. Examination of the data reveal that women are much more likely 
to move in order to be near their families. This relationship could be 
expected. Since so few of the retired women teachers are married, they 
will often be all alone in the town they were teaching in when they re-
tired without anyone to look after them and consequently, it could be 
expected that they would like to move in order to be close to their rela-
tives. 
Table SS. Reasons for r elocation by the sex of the retiree 
Reason Male Female Total 
Family 19 31 so 
Health and climate 19 6 2S 
Total 38 37 7S 
x2 = 11.21 c.v. = 3.84 
The use of free time can be one of the most perplexing problems a 
retiree is faced with. In analyzing how retired professors adjusted to 
this problem, it was found that most used a part of it for relaxation and 
for reading, research, and writing . Community activities, and sports and 
exercise were also important users of time for about one-half of the re-
tirees. 
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Although many indicated that they used a part of their additional free 
time for community activities, it was also found that 37 percent experi-
enced a decline in this area upon retirement. This decline was most preva-
lent for those with lesser levels of education. One area of community 
activities which calls for a high degree of proficiency involves work as 
a specialist or advisor. It was found that 26 percent of the retired 
professors served in this capacity with the tendency for such service 
slightly greater for men than for women. 
Interest in the various areas of the academic world reflect the in-
terest that the professors have in their jobs . It was found that 72 per-
cent continued to maintain connections with the college that they had 
retired from. Closely related to the interest in maintaining connections 
is the interest in keeping up with new developments. Eighty-two percent 
of the professors indicated that they did keep up with new developments 
with the tendency being slightly greater for those with Ph.O. 's . An ex-
tension of keeping up with new developments could involve research or 
writing and it was found that 32 percent engaged in this activity with 
the tendency being greater for men than for women. 
This chapter has concentrated on the use of free time which resulted 
from retirement. The next chapter will concentrate on a particular aspect 
of this use of time--employment and the desire to do further work. 
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CHAPTER IX. POST RETIREMENT EMPLOYMENT 
Employme nt can provide a satisfactory means of occupying time, it 
can provide a set of mea ningful satisfactions, a nd it can provide the 
monetary means to other sources of satisfaction for the person beyond the 
normal retireme nt age. Unfortunately, the older worke r usually has several 
obstacles to overcome in trying to find employment . He is likely to find 
tha t he i s not as attractive to prospective empl oyers as he was before 
because of declining productivity and higher insurance and pe ns ion costs, 
all of which tend to be f unct ions of increasing age . Along with this, the 
older worker is like ly to be l ess willing to move to new employment op-
portunities and this will also hinder his attempts to find suitable em-
ployment (3, p. 59). Howeve r, in trying to find additional employment, 
the retired professor is again in a relatively advantageous pos ition. His 
high level of education and experie nce can often be put to use in a wide 
variety of areas. Still, his additional employment opportunities may ve ry 
well be of a lower position than his former employment and consequently, 
the opportunities may be less than satisfactory. 
In a sense, employme nt or the des ire fo r employme nt af ter the normal 
retirement age r eflects the inability of the individual to adjust to the 
role of the r e t i ree . In part it reflects the inability to find meaningful 
satisfactions apart from work and it may also reflect the inability to 
make the fina ncial adjus tments required. Of course, many individuals 
fee l that the ir job provides them with the key to the best of all possible 
worlds and they will , therefore, want t o continue working beyond the normal 
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retirement age. But, even in these cases, it reflects an orientation to 
work rather than l e i s ure and it indicat es the inability of the individual 
to s ubstitute satisfactions derived from leisure for those obtained from 
work. Since not all can expect to find employment in their later years, 
this can deve lop into a problem for many. 
Nevertheless, employment has and will undoubtedly continue to be a 
major source of sat isfaction for many of our older citizens. In addition, 
their continued employment can r esult in important contributions to society. 
The value of these services is likely to be quite substantial in those 
cases where the potential r etiree possesses a high level of skill or edu-
cation, as in the case of the coll ege professor. 
Interest in Furthe r Employment 
Because of employment's important implications for the adjustment 
process of the individual and because of its importance for society, it 
is necessar y that the ext e nt of this desire or willingness for further work 
be determined. By combining those who are: employe d, under gradual re-
tireme nt obligations, and seeking employment, it is found that 49 percent 
of the professors are still l ooking to empl oyment as a source of satisfac-
tions. In o rde r to determine if this interes t is greater for men or women , 
the hypothesis was tested that interes t in employme nt would va ry with the 
sex of the r etiree. Stated in the null f orm: interest in employment is 
not related to the sex of the retiree. The data are given in Table 56. 
The computed Chi Square va lue of 9.34 is a bove the critical value of 3. 84 
a nd therefore the null hypothesis is r efuted. Fifty-five percent of the 
95 
men indicated that they are either employed or looking for employment as 
compared to only 37 percent of the women. This is an indication that men 
have a stronger work role orientation than women. It is possible that 
women have an advantage over men in adjusting to retirement because it ap-
pears that this is an indication that they are able to find satisfactions 
aside from employment more readily than men. 
Table 56. Interest in employment by the sex of the retiree 
Sex Interested Not interested Total 
Male 114 92 206 
Female 45 76 121 
Total 159 168 327 
; = 9.34 c.v. = 3.84 
It is possible that people with higher levels of education will also 
place a higher value on their work roles and hence will have a greater in-
ter.est in employment than those with the lesser levels of education. To 
determine if this relationship does exist, the hypothesis that interest in 
employment will vary with the level of education was tested. Stated in 
the null form : interest in further employment is not related to the level 
of education. The data are given in Table 57. The computed Chi Square 
value of 2.40 is below the critical value of 3.84 and thus the null hy-
pothesis is not refuted. The interest of college professors in employment 
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Table 57. Interest in employment by the l evel of education of the retiree 
Leve l of education Inte r es t ed Not interested Total 
Bachelor's and master's 84 102 186 
Doctor' s 75 66 141 
Total 159 168 327 
x 2 = 2.40 c.v. 3 . 84 = 
beyond the normal r e tirement age is not influenced by their l evel of edu-
cat ion. 
Of the total group of prof essors, 39 pe rcent indicated that they did 
some type of work for pay. Most of the professors we re able to find work 
in fields closely related to their past employment. For example: many 
teachers we r e engaged in tutoring and part-time or correspondence teaching, 
art specialists did paintings, a nd business specialists consulted or did 
tax work. A majority of those who work for pay do so only occasionally ; 
only 41 percent i ndicated that they worked a r egular schedule . The amount 
of time s pe nt per week var i ed g r eatly , the range ran from les s than 5 hours 
per week t o o~er 80 hours . 
Whe n these professors who a r e employed wer e asked the reason for their 
working, 19 percent indicated financial reasons were at least a part of the 
r eason and 98 percent indicated that e nj oyment of the work or the des ire 
for something to do was a part of their r eason for continued employment . 
Thus it appears that nonmonetary considerations a r e the most i mportant 
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motivation for continued employment . To see if the reason for working is 
different f or men as compared to women, the hypothesis was tested that 
reasons for working would vary with the sex of the retiree. Stated in 
the null form: reasons for working will not vary with the sex of the re-
tiree. The data are given in Table58 . The computed Chi Square value 
of 2.07 is below the critical value of 3. 84 and thus the null hypothesis 
is not refuted. Reasons for continuing employment are not related to the 
sex of the retiree. 
Table 58. Reason for working by the sex of the retiree 
Sex Financially necessary Enjoy it 
Male 21 72 
Female 3 30 
Total 24 l~ 
x2 = 2.07 c.v. = 3.84 
aMultiple responses were allc:Med. 
Total 
93 
33 
In addition to those who are employed, 16 percent of the professors 
who are not working indicated that they would like to be. This appears 
t o be a rather low percentage and is a good indication that most of those 
who did not choose to work initially we r e able to find meaningful substi-
tutes for work. Despite the small percentage for those who would like· to 
be working, it is st i ll sizeable enough to me rit examination of the type 
of individual who is seeking this additional employment. First, to deter-
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mine if the tendency is greater for one sex than the othe r, the hypothesis 
that tendency to seek additional work will vary with the sex of the re-
tiree was tested. Stated in the null form: tendency to seek additional 
work is not related to the sex of the retiree . The data are given in 
Table 59. The computed Chi Square va lue of .86 is below the critical 
value of 3.84 and thus the null hypothes is is not refuted . The desire 
for additional work among those who are not presently e mployed is inde-
pe ndent of the sex of the r etiree . 
Table 59, The desi r e for additional work by the sex of the r e tiree 
Se x 
Male 
Fe male 
Total 
x2 = • 86 
Desire work 
22 
12 
34 
Do not desire work 
c. v. = 3 . 84 
94 
79 
17 3 
Total 
116 
91 
207 
The age of the individua l who i s still seeking work is an indication 
of his ability to adjust with time . If there are relatively large numbers 
of individual s in their 70 ' s or 80 's s till seeking employment it may be 
an indication that these people have failed to find suita ble substitutes 
for work a fter an ext ensive trial period and hence, now desire t o go back 
t o work. The average age of this group i s s lightly over 72 with a standard 
deviation of 5.5 years. This rather large deviation means that the average 
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figure is not very meaningful. However, it would be reasonable to say 
that those above this mean would fa ll into the above described group of 
people who have had trouble adjusting to retirement. 
Part of the motivation for those seeking additional employment is 
probably the desire to feel useful. Our work oriented society seems to 
demand that everyone should continue to make a contribution. In order to 
determine the extent of feelings of uselessness in retirement, the pro-
fessors were asked if they felt that their education and experience are 
lying unnecessarily idle in r etirement. Affirmative answers to this could 
result from either not being employed or being employed in a position 
where the individual's talents are not utilized. Twenty- one percent of 
the retired professors indicated that their education and experience a r e 
not being utilized. This percentage appear s to be relatively small and 
is an e ncouraging sign that most of the retired professors have been able 
to find useful outlets for their education and experience or else they have 
successfully adjusted to a leisure orient ed life . The feeling that one's 
education and experience is being wasted is of sufficient importance so 
that it should be determined if it pertains to one group of people more 
than others. 
It could be expected that men with their usual stronger work role 
orientation would experience this feeling relatively more often than women. 
To determine if this relationship does exis t , the hypothesis that the 
tendency to feel that one's education and experience are being wasted will 
vary with the sex of the retiree was tested. Stated in the null form: the 
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tendency to feel that one's education and experience are being wasted is 
not related to the sex of the retiree. The data are given in Table 60. 
The computed Chi Square value of 2.04 is below the critical value of 3.84 
and thus the null hypothes is is not r efuted. The fact that the re is not 
a significant relationship could be due to the r e latively large numbers of 
men who are employed and hence, able to avoid this feeling of uselessness . 
Table 60. Feeling that education and experience are being wasted by the 
sex of the r etiree 
Sex Wasted Not wasted Total 
Male 46 146 192 
Female 20 101 121 
Total 66 247 313 
X 2 = 2 04 . c. v. = 3. 84 
It might a l so be expected that people with Ph.D.' s would be more 
likely to experience the feeling that their talents are being neglected 
simply because of their greater education and supposed value . To t est for 
this, the hypothesis t~t tendency to feel that education and e xpe rie nce 
a r e being wasted would vary with the retiree's level of education was used . 
Stated in the null form : l evel of education i s not r e lated to the tendency 
to feel that one ' s experience and education are being wasted. The data are 
given in Table 61. The computed Chi Square value of 1.32 is below the 
critical value of 3. 84 and thus the null hypothesis is not refuted . 
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Table 61 . Feel ing that educa tion and expe rience a r e being wasted by the 
level of education of the r e tiree 
Educational leve l Wasted Not wasted Total 
Bachelor ' s and master ' s 35 148 183 
Doctor's 31 99 130 
Total 66 247 313 
x2- = 1. 32 c.v . = 3 . 84 
Willingness t o Conside r Peace Corp Work 
One area that s hould sati sfy a pe r son' s desir e for further employment 
and wish to be useful is peace corp work. This i s a n area that can readily 
use the skills a nd background of the college professor . Also, the great 
prestige assoc iated with college professors should open many doors for 
these people should they desir e to do this type of work . Unfortu na t ely , 
the high personal sacrif ices r equi r ed often turn many away who would 
othe rwise like to serve and who could provide needed skills . This sacri-
fice may not be as great as would firs t appear, however . Re tired professor s 
usually have social security benefits and school retirement funds coming 
in so that when combined with their work compensation they should be able 
to live quit e easily. It was found that about 13 percent of the r e tired 
professors are will i ng t o consider some t ype of a peace corp position and, 
in addition, a few indicated that t hey had already ser ved in a similar 
position since their retirement. Over one-half of those who are inte rested 
indicated that they would consider eithe r a fo reign or domes tic position . 
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Those that have a preference are about equally divided between domestic 
and foreign work. The 13 percent seems to be a rather high figure for a 
field of endeavor such as this and is an indication that there is a s i zeab le 
reserve of skilled talent available for this type of work, provided that 
the programs can be made consistent with the professors' needs. It i s i m-
portant to determine some of the characteristics that these people possess . 
First, to determine if relatively more of one sex are willing to partici-
pate, the hypothesis was tested that willingness to cons ide r a peace corp 
type program would va r y with the sex of the r etiree. Stated in the null 
form : willingness to work in a peace corp program is not related to the 
sex of the retiree. The data are given in Table 62 . The computed Chi 
Square value of 1 . 91 is below the critical value of 3 . 84 and thus the null 
hypothesis i s not refuted. It appears that men and women are equally 
willing to participate in this type of a program . 
Table 62. Willingness to consider peace corp work by the sex of the retiree 
Sex Willing Not willing Total 
Male 30 169 199 
Female 11 110 121 
Total 41 27 9 320 
x2 = 1. 91 c.v. = 3.84 
Likewise, no differences were found for the level of education. The 
hypothesis used to test for this was that willingness to participate would 
vary with the level of education. It might have been expected that those 
with higher l evels of education would be more willing to participate be-
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cause they might feel that their greater education would make their 
talents of more value . The hypothesis stated in the null form is: 
willingness to participate is not related to the educational level. '!he 
data are given in Table 63. The computed Chi Square value of .43 is 
below the critical value of 3.84 a nd thus the null hypothesis is not re-
futed . 
Table 63. Willingness to consider peace corp work by educational level 
Educational level Willing Not willing Total 
Bachelor's and master's 22 161 183 
Doctor's 19 118 137 
Total 41 279 320 
x2 = .43 c.v. = 3.84 
Of those who indicated that they might be willing to do peace corp 
work, 30 percent had worked primarily in research related activities while 
employed and the remaining 70 percent primarily in teaching . It would be 
difficult to say which of these areas would provide the most needed skills, 
instead the percentage figures are meant only to indicate what talents 
might be available. In a similar vein, it was found that: 30 percent of 
those indicating an interest in peace corp work had specialized in either 
agriculture or home economics, 20 percent were in some area related to 
the physical sciences, and 50 percent in an area related to the soc ial 
sciences or humanities. 
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Willingness to Join a College Staff Part- Time 
Another area that can sometimes be used to meet the individual's 
desire for employment and to satisfy his need for feeling useful is part-
time employment as a consultant or professor on the staff of a college . 
In addition to satisfying the individual's needs, this can result in 
valuable services to the educational system and is one source of addi-
tional skills that should, perhaps, be tapped whenever the educational 
system ' s needs are consistent with the individual's wishes. 
It could be expected that a large number of the professors would be 
interested in these positions since they are quite similar to their former 
jobs and also because of the prestige and s tatus associated with them. 
Thus, it is not s urprising that 27 percent of the retired professors indi-
cated that they are interested . It was found that more men are interested 
in this line of work than women probably because it is basically an ex-
tension of the work role and,as was stated earlier , this work role is ap-
parently of more value to men than to women. The hypothesis that was used 
to determine this relationship was that interest in joining a college 
staff part- time would vary with the sex of the retiree . Stated in the null 
form: interest is not related to the sex of the retiree. The data are 
given in Table 64. The computed Chi Square value of 6.01 is above the 
critical value of 3.84 and therefore the null hypothes is is refuted . 
Thirty-two percent of the men indicated a desire to join a staff part-time 
as compared to 19 percent for women . 
It might also be expected that r elatively more of the Ph.O.'s would 
be interested in this type of a position since they might feel that their 
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Table 64. Interest in joining a college staff part-time by the sex of 
the retiree 
Se x Interested Not interested Total 
Male 63 135 198 
Female 23 100 123 
Total 86 2 35 321 
x2 = 6 . 01 c.v. = 3.84 
greater education would make them of more value in such an advisory posi-
tion. To test for this, the hypothesis that inte r est in joining a college 
staff part time would vary with the educational level was used . Stated 
in the null form: interest is not related to educational level. Men and 
women were tested separately and the data are given in Tables 65 and 66 . 
The computed Chi Square values of .23 for men and 3.60 for women are both 
below the critical value of 3. 84 and thus the null hypothesis is not r e-
f uted. Interes t in joining a staff is independent of the educational level 
of the retired professor. 
Table 65 . Interest in joining a college staff part-time by educational 
level for men 
Educational l e vel Interested Not interested Total 
Bachelor's and master's 26 59 85 
Doctor's 37 76 113 
Total 63 135 198 
x2 = . 23 c.v . = 3 . 84 
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Table 66. Interest in joining a college staff part-time by educational 
l eve l for women 
Educational level Interested Not interested Total 
Bachelor's and master's 16 84 100 
Doctor's 7 16 23 
Total 23 100 123 
x2 = 3 . 60 c.v. = 3 . 84 
As was done with those inter ested in pe ace corp work, a general pro-
file of those desiring positions as part-time staff members wil l be g iven 
in order to get a general i dea of wha t i s available. The average age of 
the group is about 71 with a standard deviation of 4.5 yea rs, which means 
that there will be a wide variation in the ages of those who are interested. 
Twent y percent of thos e interested s pecialized in agriculture or home 
economics , 17 percent in the physical sciences, and 63 percent in the social 
sciences and humanities. 
The mobility of thes e pe opl e is of prime concer n for trying to match 
people with jops . Those who are interested we re asked to indicate which 
geographic regions they would be willing to work in. As could be expected, 
the "home" r egion of the Midwest i s the most preferred. This i s fo llowed 
by areas which featu re a retirement climate s uch as Fl orida and California . 
The l()rlest rate of acceptance is for the Southeast and the Northeast . The 
percentages of acceptance range from 71 t o 23 . The rather high percentages 
indicate that the professors are reasonably wi lling to move to meet new job 
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opportunities. This mobility is not too surprising as it has been found 
that professional people are almost twice as migratory as any other oc-
cupational group (19, p. 479). 
The professors are most interested in working in a small or medium 
sized community as opposed to l arge metropolitan areas. Likewise, they 
tend to favor small colleges as compared to the large ones and also to 
junior colleges. The preferences for type of college do not appear to be 
too strong as the range of preferences is only from 36 to 66 percent. It 
would appear, therefore, that inducing the professors to accept these 
part-time positions would not be hindered too much by geographical or 
locational preferences. 
In summary, the analysis of post retirement employment is of import-
ance both for its impact upon society and for its place in the adjust-
ment process of the individual. Employment continues to be an important 
factor in the lives of a great numbe r of r etired professors as 49 percent 
were found to be either employed or seeking employment . It was found 
that men are more likely than wome n to be interested in continued employ-
ment which suggests that they have a stronger reliance upon the satisfac-
tions obtained from work. It appears that the pleasures or satisfactions 
obtained from work are the dominant reason for continued employment for 
both men and women as 98 percent of the professors indicated that one of 
the reasons for their working is that they enjoy the work or that it is 
something to do. This contrasts with the 19 percent which indicated that 
financial considerations are a part of their reason for working. 
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Close ly related to the satisfactions obtained from work is the desir e 
to feel useful. It was found that 21 percent felt that their education 
and experience are being wasted in retirement . Both this figure and the 
ones for those who are still interested in employment are indicators of 
the extent to which individuals have adapted themsel ves to leisure. High 
percentages in e ithe r of these areas could be interpreted as a sign that 
the r eti rees have not been able to replace the satisfactions formerly ob-
tained from work with new ones obtained from leisure. 
One area that can successfully exploit both the desire for further 
work and the desir e to be useful is peace corp work. Thirteen percent of 
the professors indicated that they would be willing to consider this type 
of a program. This number should be sufficient to merit a more extensive 
recruiting effort in order to bring the jobs and people together . In a 
similar area, it was found that 27 percent would consider joining a college 
staff part-time. The education and experience of the retired college pro-
fessor is such that many would be able to make worthwhile contributions in 
either peace corp work or as a part-time member of a faculty. 
.. 
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CHAPTER X. SUMMARY AND RECOMMENDATIONS 
Many aspects of the retirement experiences of the retired professor 
have been covered in the preceding chapters. In analyzing the retirement 
process of the professors it was attempted, first of all, to determine 
the main course or trend of a particular factor and then to determine if 
this factor applied to one subdivision more than others. The professors' 
financial affairs, current activities, interest in further employment, 
desired retirement policy and actual policy as well as the general charac-
teristics of the group were analyzed in this fashion. Many significant 
differences were found to exist between the various subgroups tested. 
Many of these differences were based on the sex of the retiree, the edu-
cational level, or the type of college retired from . 
A detaile d summary of these differences will not be made in this con-
cluding chapter . For the reader interested in such a summary, it is sug-
gested that the individual chapter summaries be reviewed along with Appendix 
A. Instead, this final chapter will emphasize those aspects that seem to 
be of the greatest importance and which contribute most to an understanding 
of the retired professor and from this to develop some rough guidelines for 
policy. 
The entire adjustment from work to retirement focuses on three central 
problems: (1) the decline in income produced by retirement, (2) the need 
to find new ways of using the increase in leisure time, and (3) the need 
to find new satisfactions to replace the ones that went with work. The 
retired professional is in an ideal position to deal with all of these 
problems. However, even for these people, adjustment problems do occur. 
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The first of these problems to be reviewed will be the loss of in-
come brought about by r etirement . The professor ' s relat ively high level 
of compensation while employed s houl d enable him to save and invest for 
his f uture r e tireme nt. However, for many segments of American society, 
the emphas is on individual saving for old age has been supplanted by a n 
emphasis on group plans. For the professor these would be the s chool 
retirement funds and, of course, social security . It seems to have be-
come a part of the current tradition that the average American should not 
have to draw upon his personal savings for r e tirement bu t rather that his 
current income along with his retirement funds should be adequate to meet 
h is needs. In keeping wi t h this , it has been r ecomme nde d by the AAUP and 
AAC tha t the school r e tireme nt pl ans togethe r with s ocial security should 
provide the r e tired professor with a disposabl e income equal to two-thirds 
of his preretirement afte r t ax income. The two-thirds goal is quite 
arbitra r y and is basically a value judgement that will have to be l e ft to 
the contract negotiators. The c l ause that the benefits should be geared 
to disposable income, however, is on quite solid ground, especially if it 
is extended to mean purchas ing value r ather than dollar amounts. 
The retirement plans most often used by colleges, the TIAA and CREF, 
are quite good in this respect. When used together t hey are geared to 
take account of inflationary trends a nd, at the same time, el iminate any 
sudde n fluctuations in income. Social securi t y also appears to be getting 
more r esponsive to changing conditions as interest in tying benefits to 
a cost of living index indicates . Both social security and the TIAA -
CREF plans are good in that they tend to be vested in the individual 
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which means that it guarantees him the flexibility to change institutions 
and allows for continued family s upport in the event of his death. 
Greenough and King, in their studies of retirement plans, came to the 
conclusion that, in general, the teaching pl ans are quite good and in 
most respects ahead of business plans (11, p. 422). 
Despite a basically sound structure, the school retirement plans 
together with social security appear t o fall short of the two-thi rds goal 
set. It was found that only 31 percent of the professors felt that they 
would be abl e to live on these two sources of income alone. This was 
especially true of those with the higher levels of education. Apparently 
their higher status provided them with a higher level of compensation and 
hence, they have become accustomed to higher standards of living so that 
they would find it more difficult to live on these funds a lone. In any 
event, it seems that if the two-thirds goa l had been reached, the per-
centage would have been much higher. Fortunately, the professors do have 
other sources of income. As could be expected, investments and savings 
are the most important of these. Eighty-eight pe rcent indicated that they 
relied on this source of income for at leas t 10 percent of their financial 
support. Employment is also an important source of income fo r 24 percent 
of the professors, especially for the men. 
The adequacy of the total of these sources of income can be determined 
by the number indicating that they have to work for financial reasons. 
twelve percent indicated that it is financ ially necessary for them to 
work. Proportionately more men indicated that they have to work. This 
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cou ld be a function of the differences in marital status as much as in 
the differences in needs of the two sexes. A part of the reason for the 
need to work could have been the result of inadequate predictions about 
their needs in retirement. Thirty-five percent stated that thei r finan-
cial needs are greater in retirement than they had anticipated. Much of 
this could be due to inflation and the desire to keep up with the rising 
standard of living . 
The relatively lOlol number that indicated that they have to work and 
the large majority that find their retirement needs to be no greater than 
anticipated are encouraging signs. However, this can not be interpreted 
as an indication that the provisions are or are not adequate. The term 
adequate is in itself quite arbitrary and along with the final provisions 
made, must to some extent, be based on value judgements and the willingness 
of the professors to delay consumption while employed in favor of higher 
benefits during their r etirement yea r s . 
Switching from the financial area, the problems of finding new leisure 
time activities and of finding new satisfactions will be reviewed next. 
These two areas will be examined together because of their closely related 
nature . After all, one of the benefits of work is that it provides a 
means of occupying the day. Among the other satisfactions that work can 
provide are: meaningful experiences , contacts with associates, and a 
place or role in society . Retirement alters all of these and it becomes 
necessary to replace these satisfactions with others from new sources . 
The problems of adjusting to a life of retirement will vary greatly 
' \ 
\ 
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with the individual . For some, the importance of the satisfacti ons 
that they r eceived from work will be much greater a nd harder to r epl ace 
than for others. Consequently, it is not surprising that there is a con-
siderable variation in the desired retirement policy. A retirement policy 
that is tailored to the individual's needs can do much to help him adjust. 
It can make the timing of the retirement process consistent with his 
wishes and at the time that he is most ready to make the shift from em-
p loyme nt to r e tirement. 
In establishing a r et irement policy to meet the needs of the pro-
fessors, fl exibility seems to be the key element. It was found that pro-
fessors had a range in their desired s tarting age for retirement f r om at 
least 60 to 75 . In addition to this, nearly one half of the professors 
wanted to be able to retire gradually . It should not be too difficult to 
develop a retirement policy which allows a professor t o r etir e at any age 
he desires as long as it i s under a maximum. However, a maximum will 
probably continue t o be needed in order to protect the educational system 
from people who fai l to recognize the time to r et ire . Likewise it should 
be possible to develop a policy which can incorporate gradual retirement 
provisions to suit the professor's needs. These gradual provisions should 
be flexible enough to allcw the professor to set the amount and pace of 
reduction that he would like. 
Despite the provisions that professors desire, it still is essential 
to have a system whereby the incompetent can be dismissed . To this end, 
bette r and more objective t ests or measures have to be developed in order 
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to assure fairness and continued academic freedom for the individual pro-
fessor. In addition, flexibility may also lead to adjustment problems for 
some professors. The fixed retirement date has one strong advantage in 
that it provides a specified cutoff date and thus encourages the individual 
to plan for it. However, this benefit is probably outweighed by the 
benefits of a flexible plan which can all~ for differences in the in-
dividual's desires. 
Regardless of the type of policy finally selected, many professors 
are going to continue to reach the age where they will either want to quit 
or the college will refuse to hire them. It is of prime concern to deter-
mine how these professors can best make the adjustment needed in orientating 
themselves to the new way of life. In order to do this, the experiences 
and steps taken by the sample group will be reviewed. It was found that: 
90 percent of the retirees use at least a part of their former working day 
for various types of r elaxation, 74 percent use a part of the extra time 
for reading, research, and writing, 55 percent for community activities, 
about 35 percent for sports and exercise, and 25 percent for paid employ-
ment. Males tended to rely more on paid employment and women more on com-
munity activities as consumers of their additional free time . 
Professors are in a very good position for coming into contact with 
new interests and experiences while employed and should be able to develop 
some of these into meaningful sources of satisfaction in retirement. How-
e ver, professors like every other retiree have to overcome the orientation 
to work that society has developed within them for so long if they are to 
satisfactorily enjoy their retirement. This orientation to work and the 
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need t o feel useful may be so strong that the retiree will continue to 
have t o r ely on employment, his old line of work, or volunteer work for 
his source of satisfaction. This is not to suggest that this in itself 
is undes irable . In fact, it can produce satisfactions of equal or great er 
value t o the individual so engaged a s compared to one who has made the 
transformation to leisure based satisfactions. In addition, it can re-
sult in valuable services for society. 
Of these alternatives to leisure, paid employment appears to be the 
most attractive to the retirees. Forty-nine percent indicated that they 
are eithe r working for pay or seeking empl oyme nt. This interes t in em-
ployme nt is based mostly on the satis factions it provides rather than 
financial returns . This is brought out by the 98 pe rcent who indicated 
that one of the reasons for their working i s that they either enjoy the 
work or that it is something to do . Only 19 percent indicated that a 
part of their r eason for working is financial considerations. The value 
of the work role appears t o be greater for men than for women as propor-
t ionate ly more of them continue either to work or seek employment . 
Community activities are also an area that can be used to occupy the 
individua l ' s time and to make him feel useful in addition to producing 
valuable services. Unfortunately, work connections provide much of the 
support for involveme nt in community activities a nd he nce upon retirement 
37 percent of the professor s experi enced a decline in the ir involveme nt 
with the greates t drop occurring for those with the l esser level of edu-
cation. Othe r s, of course, did not experience thi s decline and many r e-
ported an actual increase . A measure of how many increased their community 
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involvement is provided by the SS percent, mentioned earlier , who reported 
that some of their increase in free time was used for community activities. 
The final area to be considered as an alternative to the leisure 
orientated life is continued participation in the area of previous em-
ployment. Numerous opportunities are available for the retired professor 
along this line. For example, 82 percent continued to keep up with the 
new developments in their area . This, by itself, could probably be ex-
panded to take as much time as the individual wanted to put into it. 
Thirty-two percent of the professors even expanded this into further re-
search and writing . 
The professors seem to continue to have a strong demand for work 
orientated activities. Not only do large numbers continue to work (both 
in paid employment and volunteer work), but a sizeable number also indi-
cated that they felt that their education and experience are being wasted 
in retirement. In order to maximize their contentment in retirement it 
would appear to be be neficial to expand work opportunities and programs 
of community involvement for these people. Their high level of education 
and experience should result in meaningful contributions to society and, 
as long as they wish to supply these services, society might do well to 
take advantage of it. 
The problem of adjusting to the increase in leisure time and the need 
to find new satisfactions to replace the ones that went with work is in-
fluenced greatly by the attitudes of society. In trying to recommend hc:M 
people are to adjust to retirement problems it becomes necessary to know 
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just what society wants f rom its e lde r citizens. If retirement is to 
be thought of as a period of r eward for work well done, the arts of 
l eisure have t o be emphasized much more than they have been in the past . 
If, howeve r, society wis hes to make continued use of the t a lents of its 
e lder citizens this emphasis should not be used but rather a greate r ef-
fort should be made to attract the individuals to programs that can 
utilize the ir talents . 
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APPENDIX A: SUMMARY OF FINDINGS 
Table that 
data are pre- Test 
sented in Hypothesis used 
1 The frequencies of the age groupings x2 
will vary with the sex of the retiree· 
2 Tendency to be married will vary with x2 
the sex of the retiree. 
4 The level of educational attainment x2 
will vary with the sex of the retiree· 
5 The rate of participation in research x2-
relative to teaching will vary accord-
ing to the sex of the retiree. 
6 The rate of participation in research x2 
relative to teaching will vary with 
7 
8 
9 
10 
11 
12 
13 
the level of educational attainment 
of the retiree. 
The propensity to join a union will 
vary with the sex of the retiree· 
The type of college retired from will 
vary with the sex of the retiree. 
Tendency to be involuntarily retired 
will vary with the sex of the retiree. 
Tendency of males to be involuntarily 
retired will vary with the level of 
education. 
x2 
x2 
x2 
x2 
Tendency of females to be involuntarily x2 
retired will vary with the level of 
education. 
Tendency of men to be involuntarily re- x2 
tired will vary with the type of 
college retired from. 
Tendency of women to be involuntarily x2 
retired will vary with the type of 
college retired from. 
Significant 
at the . OS 
level 
No 
Yes 
Yes 
No 
Yes 
No 
Yes 
Yes 
No 
No 
Yes 
Yes 
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Significant Table that 
data are pre- Test at the . 05 
sented in __ R~y~p~o_t_h __ e_s_i_s __________________________ __ used level 
14 Female voluntary immediate retirees 
will retire earlier than male volun-
tary immediate r e tirees . 
t - test No 
14 
14 
14 
14 
15 
15 
15 
15 
16 
16 
17 
Female involuntary immediate retirees 
will retire earlier than male invol un-
tary immediate r etirees . 
Female voluntary immediate retirees 
will retire earlier than female in-
voluntary retirees. 
Male voluntary immediate retirees will 
r e tire earlier than male involuntary 
r etirees. 
Male immediate retirees will retire 
late r than female immediate retirees . 
Male immediate retirees f r om large 
state schools will r e tire earlier than 
those from small state schools. 
Male immediate r e tirees from large 
state schools will r e tire ea rlier 
than those from private schools · 
t-test 
t - test 
t - test 
t-test 
t -test 
t -test 
Female immediate r etirees from large t-test 
state school s will r etire earlier 
than thos e f rom small state s chools. 
Female immediate retirees f rom large t-test 
state schools will retire earlier than 
those from private schools. 
Male immediate voluntary retirees will t - test 
r etire earlier from large state 
schools than from s ma ll state schools . 
Male immediate involuntary retirees t - test 
will retire earlie r from large state 
schools than f rom s mal l state schools . 
Male immediate r e tirees with bachelor's t-test 
and maste r' s will r e tire earlier than 
ones with Ph.D.'s. 
Tus 
Yes 
Yes 
Tus 
Yes 
No 
No 
No 
Yes 
No 
Yes 
\ 
Table that 
data are pre-
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sented in Hypothesis --..::..:-------------------
17 Female immediate retirees with bach-
elor's and master's will retire 
earlier than ones with Ph.D.'s. 
18 Tendency to retire gradually will 
vary with the sex of the retiree. 
19 Starting age of gradual retirement 
will be earlier for men than for 
women . 
19 
20 
20 
21 
22 
23 
24 
25 
26 
27 
Ending age of gradual retirement 
will be greater for women than for men. 
Starting age for male g radual in-
voluntary retirees will be greater 
than for voluntary retirees . 
Starting age for female gradual 
involuntary retirees will be 
greater than for voluntary retirees. 
Tendency of women to retire gradually 
will vary with the level of education. 
Tendency of men to retire gradually 
will vary with level of education. 
Tendency of men to retire g radually 
will vary with the type of college 
retired from . 
Tendency of women to retire gradu-
ally will vary with the type of college 
retired from. 
Tendency of men to retire gradually 
will vary with the area of specializa-
tion. 
Participation in school retirement 
plans will vary with the type of 
college retired from· 
Desire to retire gradually will vary 
with the sex of the retiree. 
Significant 
Test at the .OS 
used level ------
t-test No 
x2 Yes 
t-test Yes 
t-test 
t-test 
t-test 
x2 
x2 
x2 
2 x 
No 
No 
No 
No 
No 
No 
No 
No 
Yes 
No 
Table that 
data are pre-
125 
sented in -=H~y~p~o~t~h~e.;:.:;;.s~i~s--~-----~----
Significant 
Test at the . 05 
used level ------
28 Desire of me n to r etire gradually 
will vary with the level of education . 
x2 No 
29 
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
Desired starting age of gradual re- t-test 
tir ement will be late r for wome n than 
for men. 
Professors with Ph.D . ' s will have a t-test 
later des ired starting age for g r adual 
r etirement than bachelor's and master ' s . 
Reason for voluntary retirement x2 
will vary with the sex of the retiree . 
Changes desired in the r etirement x2 
process will vary with the sex of the 
r etiree . 
Frequencies of sources of i ncome x2 
will vary with the sex of the re tiree . 
Frequencies of sources of income x2 
will vary with the level of education . 
Indicated possibility of living on x2 
school r etir ement and social secur ity 
funds will va r y with the sex of the 
retiree . 
Indicated possibility of living on 
school retirement and social security 
funds will vary with the educational 
l evel . 
x2 
Indicated possibility of living on .x2 
school r e tirement and s ocial security 
f unds will vary with the type of school 
r etired from. 
Ability t o anticipate retirement needs x2 
will vary with the sex of the retiree . 
Financial necessity of continued em- x2 
ployment will vary with the sex of the 
retiree. 
No 
Yes 
No 
No 
Yes 
No 
No 
Yes 
No 
No 
Yes 
126a 
Table that 
data a re pre- Tes t 
sented in Hypothesis us ed 
40a Financial necessi t y of continued em- x2 
ployment will vary with the educational 
level of the retiree. 
40b Dec line in participation in community x2 
activities will va r y with the sex of 
41 
42 
43 
44 
4S 
46 
47 
48 
49 
so 
the retiree. 
Decline in participation in community 
activities will vary with the level 
of education of the retiree. 
Number working as specialists or ad-
visors in the communi ty wi ll vary with 
t he sex of the r etiree . 
Number working as specialists or a d-
visors in the community will vary with 
the level of education of the r etiree . 
Ra t e at which connections are main-
tained with the r etiring college will 
vary with the sex of the retiree . 
Ra t e at which connections are main-
tained with the retiring college will 
vary with the educational level of 
the retiree . 
x2 
x2 
x2 
x2 
Rate at which connections are main- x2 
tained wi th the r e tir i ng college will 
vary with the type of school retired 
from. 
· Number keeping up with new developments x2 
will vary with the sex of the r etiree . 
Number keeping up with new deve lopme nts x2 
will vary with the educational l evel 
of the retiree . 
Number doing research or writing will x2 
vary with the sex of the r etir ee . 
Number doing research or writing will x2 
vary with the level of education of the 
retiree for men. 
Significant 
at the .OS 
level 
No 
No 
Yes 
Yes 
No 
No 
No 
No 
No 
Yes 
Yes 
Yes 
126 b 
Table that 
data are pre- Test 
sented in Hypothesis used 
51 Number doing r esearch or writing will x?-
vary with the level of education of the 
retiree for women . 
52 Number doing research or writing will x2 
vary with the amount of time spent in 
research related activities relative 
53 
54 
55 
56 
57 
58 
59 
60 
61 
62 
63 
to teaching. 
Frequencies of sources of new ac-
tivities will vary with the sex of the 
retiree. 
Tendency to relocate after retirement x2 
will vary with the sex of the retiree. 
Reason for relocating will vary with x2 
the sex of the retiree . 
Interest in post retirement employment x2 
will vary with the sex of the retiree. 
Interest in post retirement employment x2 
will vary with the level of education 
of the retiree. 
Reas on for working will vary with the x2 
sex of the retiree. 
Number still seeking employment will x2 
vary with the sex of the retiree. 
Feeling that education and experience x2 
are being was ted will vary with the sex 
of the retiree. 
Feeling that education and experience x2 
are being wasted will vary with the 
level of education of the retiree . 
Willingness to consider peace corp x2 
work will vary with the sex of the re-
tiree . 
Willingness to consider peace corp work x2 
will vary with educational level of the 
retiree. 
Significant 
at the . OS 
leve l 
No 
No 
Yes 
Yes 
Yes 
Yes 
No 
No 
No 
No 
No 
No 
No 
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Table that 
data are pre- Test 
sented in Hypothesis used 
64 Interest in joining a college staff .,?-
part-time will vary with the sex of the 
retiree. 
65 
66 
Interest in joining a college staff 
part-time will vary with the level of 
education for men. 
Interest in joining a college staff 
part-time will vary with the level of 
education for women. 
x2 
Significant 
at the .OS 
level 
Yes 
No 
No 
IDIIVN.NOUS:ilOQ 81.dW\IS :a XIQN:ilddV 
Blt 
1. 
2. 
3. 
4. 
5 . 
Name 
Address 
Birthdate 
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Survey of Labor Force Withdrawal Patterns 
and Retirement Activities of College Professors 
A. Vital Statistics 
Last First Middle 
Street City State Zip Code 
Month ... oay-Year 
Age as of April 1 ' 1969 
Sex (M or F) 
6. Marital Status : Married Widowed Divorced and/or Separated __ 
Never married 
7. Area of academic specialization 
~~~~~~~~~~~~~~~~---
8. Number of years as a college professor 
~~~~~---~~~~~~ 
9. What was the highest degree or equivalent level of education that you attained? 
Bachelors Masters Doctorate 
10. What percentage of your time was spent teaching relative to research? 
Less than 1/4 1/2 -- 3/4 
1/4 -- 1/2 -- Over 3/4 --. 
11. Did you belong to a teacher's union or association? Yes No 
If you did , to which one{s) 
B. Retirement Process 
1. From what college or university are you retired? 
2. Did your work load gradually decrease before final retirement? Yes No 
2. 
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3. At what age did your retirement, either gradual or irrmediate, begin? __ 
4. If you gradually retired, at what age did you or will you completely 
retire? --
Question 5 applies only to those who gradually retired. 
5. Was your gradual retirement plan: a school plan? __ an individual plan? __ 
a. For those enrolled in a school plan. 
(1.) Was this program voluntary? Yes No --
(2.) Was the withdrawal progression standard for all persons of the 
same status? Yes No - -
(3.) If your answer was "no" on the previous question, will you please 
describe your retirement process with reference to timing of work 
load reductions? 
b. For those on an individual plan. 
(1.) May any person of your status retire gradually? Yes No 
(2.) Who worked with you to set up this gradual retirement? ----
(3.) Will you please describe your retirement process with reference 
to timing of work load reductions? 
6. Who decided that you should retire, whether gradually or immediately? 
Mainly your idea (voluntary) 
Mainly someone else's idea (involuntary) 
3. 
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a. For voluntary retirees only: Was voluntary retirement motivated by: 
Health Job pressures __ 
-~ Desire for leisure -- Other causes Please specify __ _ 
b. For involuntary retirees only: 
(1.) Was involuntary retirement the result of: 
Retirement rules Health --
Other causes Pl ease specify -------
(2.) If you had not been asked to gradually or immediately retire from 
full time work, would you have liked to continue working full time? 
Yes No --
(3.) If you were under an involuntary gradual retirement plan, were you 
ready to fully re ti re at the required time? Yes No __ 
(4.) If you answered "no" to the previous question, did you want to 
work: longer than you did not as long as you did __ 
7. a. If you were not under a gradual retirement plan, would you have liked to 
participate in one? Yes No --
b. If your answer was "yes" on the previous question, at what age would you 
have been ready to begin a decrease in work load? 
C. Financial Support 
1. Means of financial support. 
Source 
Teachers insurance & annuity funds 
School retirement funds 
Part-time employment .. . 
Personal savings .... . 
Earnings from investments 
Socia 1 Security . . . . 
Family member assistance 
Other, please specify 
All Some 
% 
None 
4. 
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2. Would 1t be possible to live on your school retirement funds and Social 
Security alone? Yes No --
3. How many persons other than yourself rely upon your financial support? --
4. How do your financial needs in retirement compare with those you anticipated? 
Needs are greater --
less --
equal to --
5. Have you found it necessary, since retirement, to gain employment for finan-
cial reasons (do not include gradual retirement obligations)? Yes No 
D. Retirement Activities 
1. Did you relocate or do you plan to relocate your home after retirement? 
Yes No From to 
city - state 
--,....,.--....,-...,.---
city " state 
2. If you did move, please indicate the reason. 
Proximity to family Better climate --
Health Other, please specify -------
3. If you are completely retired, do you maintain any connections with your re-
tiring college? Yes No --
4. Do you keep up with new developments in your area? Yes No --
5. Are you doing any research or writing currently? Yes No --
6. Do you work as a specialist or advisor in your community? Yes No --
7. Did your participation in comnunity activities decline after retirement? 
Yes No --
8. Given the time spent on academic pursuits previous to beginning retirement as 
100% of your work day, can you now apportion this time in percentage figures 
for your current activities? 
Reading, research, and writing (unpaid) 
Paid employment --
Community activities --
Relaxation (social activities, 
TV, conversation, hobbies) 
Participatory sports and 
exercise --
5. 
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9. Do you do any work for pay {excluding gradual retirement obligations) now 
that you are retired? Yes No __ 
10. If you are not now employed would you like to be? Yes No __ 
Questions 11-15 apply only to those who answer 11yes 11 to question 9. 
11 . Please indicate the reason for your working. 
Something to do - -Financially necessary __ 
Enj oy the work __ Other, please describe --------
12. Is your work : Regular~- Occasional 
13. If you work regularly how many hours per week do you work? 
14. How long have you been working this regular schedule? 
15. What kind of work do you do? 
E. Retirement Opinions and Proposals 
1. If given the opportunity to face retirement again, would you make any changes 
in your retirement process? 
No change -- Not retire --
Re ti re earlier -- Retire gradually --
Retire later Re ti re all at once -- --
2. Do you feel that your education and experience is lying unnecessarily idle in 
retirement? Yes No --
3. Would you consider a domestic or foreign Peace Corp position? 
Neither - - Foreign - -
Domestic Both -- - -
4. Would you consider joining the staff of a college where you and other retired 
professors could work as consultants and part-time professors? Yes No 
Questions 5-7 apply only to those who answered "yes" to the previous question . 
5. Please indicate the location(s) where you would accept such an academic position. 
Florida Southwest California Northwest 
Southeast - -
--
Northeast Midwest --
6. 
7. 
6. 
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In what type of corrmunity would you prefer to work? 
Large metropolitan area Sma 11 co 11 ege 
Medium size city area 
In what type of school(s) would you prefer to work? 
Junior co 11 ege Small state school 
Small private college Large state school 
Large private college 
town 
